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FOREWORD

This two-day seminar was arranged for the express purpose of training
rehabilitation personnel in the procedures, theories, and aims of work
evaluation. It was designed to discuss and try to find better ways of
utilizing the knowledge we now have to meeet the demands for comprehen-

sive or total rehabilitation of the handicapped.

Meetings were held at the Pennsylvania Rehabilitation Center (PRC)
in Johnstown. PRC is the largest comprehensive rehabilitation center in
the United States, and lends itself favorably to studying the various
vocational evaluation techniques employed, and their utilization in the

Placement and subsequent evaluation of clients in vocational training.

This seminar was made possible by the Vocational Rehabilitation
Administration of the Department of Health, Education and Welfare through
a grant to the Research and Training Center in Vocational Rehabilitation as
a cooperative effort with the University of Pittsburgh and the Pennsylvania

Bureau of Vocational Rehabilitation.

It is hoped that the formal presentations and discussions presented
in these proceedings will provide insights into the nature of new programs
currently underway in selected VRA-supported projects and selected reha-

bilitation facilities.
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E
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12:45 p.m. Morton Bregman, Coordinator of Professional Services
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1:45 p.m. Summary and closing remarks
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THE USE AND MISUSE OF VOCATIONAL EVALUATION
IN THE COUNSELING PROCESS

Morten H. Bregman

Coordinztor c¢f Professioral Services
Vocatioral Rehabilitation Certter
of Allegheny County
Pittsburgh, Pennsylvania

|

|

In the past few years we have seen a marked expansion

in the use of the process of "...assessing the individual both as

to his work potentials and work adjustment as these factors relate

to the achievement of a specific wccational objective,” (1) which

has come to be known as "vocational evaluation." While this pro-

cess is known by many names such as: Guidance Test Class, Work

Sample Testing, Reality Testing, Miniature Job Sample Testing, Pre-

vocational or Vocational Evalustion, Testing Orlentation and Work

Evaluaticn in Rehabilitation (TOWER), there seems to be general

agreement that the utilization of actual or simulated, industrial,

service, cr commercial operations are an effective instrument in

measuring the disabled individuals potentials for "...integration

or re-integration into society." (2)
|
|
|
|

The field of rekabilitstion has hailed vocational eval-
uation as the panaces in overcoming all of the apparent limitations
of standardized psychological tests. Psychologists have questioned
its use because of the apparent lack of consideration of the classic
requirements of reliability and validity in the construction and
use of work samples. {Despite this objection it has the attraction
of face validity) (3) Vocational evaluation has been used and ab-
used, understood and misunderstcod. The literature has described
how to organize a unit, how to develop work samples. Evaluators
have been trained in short-term courses, cn-the-job, and now at
least ore university is planning wo offer a Master's degree pro-
gram to educate evaluators, even though there are differences
among facilities as %o what the evaluator does, and what his train-
in should be. In our agency we hire an individual as an evaluator
because of the specialized skiil that he brings to the unit. For
example, the clerical evaluator is a business major, the industrial
service evaluator is a home cconomist. We believe that the eval-
uator should be a master of cne area, and not a jack of all trades.
Not withstanding all of the guestions and apparent shortcomings,
it has become evident that the process of vccatiénal evaluation is
here to stay.
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Speiser and Ccher (L“ and the Association of Rehabili -
tation Centers (5), have both fourd that over 50% of the rehabili-
tation facilities responding tc a questicnnaire cencerning the
services they provide indicated that they have vocational or pre-
vocational evaluaticn programs.

of interest is the fact that 60% of these units have
only been in operation for less than five years, with the majority
having been started in the past two years. The passage of the
Vocational Rehabtilitatior. Amendments of 1965 which encourages the
development of vocational evaluaticn programs, particularly for
the ..~ . disabled, will urdoubtedly lead tc a skyrocketing of
the numoer of facilities which wiil utilize vocational evaluation
as a basis for, or part of their programs.

With the increasing use of vocational evaluation in re-
habilitation, one might feel secure in conjecturing that there is
a clear understanding of the results that can be expected from the
use of this technique, how these results are achieved, who should
be referred, and above all where it fits into the overall pattern
of rehabilitation servises. However, we have not yet reached the
point where there are clear cut answers to any of these questions.
We are operating on the assumption that we hzve a unifying theory
and approach to vocational evaluation, but in actuality there may
be as many systems of evaluation as facilities using them. Until
we come to grips with the problem there will continve to be con-
fusion on the part of facilities who are developing programs, coun-
selors who are encouraged to use it; and particularly the clients
themselves.

For a moment let me delve into the history of vocational
evaluation. There are several avenues which have led to our current
understanding and use of this technique. The early apprenticeship
system encouraged the prospective apprentice to try-out in several
trades before selecting the one he wanted to fcllow. In the same
vein in World War I the Port-Villex School (6) in Belgium felt
that the only way the disabled soldier cculd be helped to select
and appropriate trade training program was to have him try-out
in several trade classes. On the basis cf this try-out he could
then select the course that he was interested iny and had the
ability to complete. Ancther avemie was the development of scien-
tific job analysis, and the early work of Munsterberg who was one
of the pioneers i.. the field of psychological testing. He was
confronted with the probism of developing a test to select street
car operators for the Bostcn Raiiway Company. After a great deal
of thought he decided to build a mcdel street car and try-out
prospective operators on this mcdel. Psychologists have dropped
this approach in favor of the current use of paper and pencil tests.
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A third basis of evaluation relates to the approach
taken in the U.S. Army Hospitals in World War I. They developed
the idea that the wounded soldier would be "...helped to find a
healthy, optimistic, and creative attitude toward life," (7N
through involvement in work activities around the hospital.

With the exception of the Dynwoody Schocl in Cleveland
the concept of vocational evaluation was not used formally untill
1936. At that tine the Institute for the Crippled and Disabled
brought together elements of their various training programs into
a central unit called Guidance Test Class. This was done to provide
clients with an opportunity to explore their potentials for, and
interest in the varizus trade classes, in some organized way.
Since that time we have seen the approach broadened, not only in
terms of the number of centers using evaluation, but also in terms
of the scope and variety of work samples that are used. More im-
portant however, the expansion has occured in terms of the pur-
poses. Thus the three historical bases to evaluation, namely:
job try-out, work sample testing, and therapeutic milieu are
currently an intergral part of the process which is being used:

1. To observe behavior.

2. To determine potentials for training, and/or placement.

3. To determine potentials for rehabilitation services.

L. As a therapeutic milieu for effecting change in vo-
cational self concept.

5. As a diagnostic tool.

6. As a prognostic tool.

Within the facilities themselves the evaluation may take
place in a separate unit, with its own staff. It may be part of
a workshop, it may be part of a total constellation of comprehensive
rehabilitation services. In some programs clients are paid and
not in others. Our own approach is to have a separate unit which,
however, is closely integrated with our workshop. We conceive
that the workshop focuses on work adjustment and evaluation
focuses on the diagnosis of vocational handicaps as well as apti-
tudes, interest and abilities. Clients are not paid in evaluation
but are in the workshops.

With all of the present dialogue and claims concerning
evaluation, is it any wonder that the counselor may be troubled as
to how it fits into his frame of reference when he is encouraged
to refer his clients for vocational evaluation. (I am referring
both to the BVR counselor and the facility counselor.) He is not
quite sure of who can benefit, and why, to what extent can he rely
on the data provided him after evaluation. Let us try to resolve
some of this d'lema by suggesting that vocational evaluation can
be all that we have said it is, and that the problem relates to

E MC R e Y "SRR Y
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how it is used, rather than what it is. Use not in terms of the
rehabilitation process, but rather ir a somewhat mcre narrow sense
in terms c¢f the counseling prccess itself.

Why counseling? If we examine ccunseling it can be
seen that it is a prccess of the formulation of questions or hypothesis
concerning the client and his behaviors, with the client providing
the answers which can then act as the framework for further ques-
tionig with the ultimate ohjective to ...help individuals toward
overcoming obstacles tc their persoaal growth, wherever these may
be encouniered and toward achieving optimum develcpment of their
personal resources! (8} It is only the client who can provide
the guestions and answers, but it is the counselor who must deter-
mine what are the real questicns. For example, if a client says,
"I can't find a job," it may be because he hasn't looked, or be-
cause he is applying for jobs beyond his capabilities, cor even
that he hates his mother. The counselor must explore each of
these hypotheses with his client, to determine which are correct
and which are incorrect. These answers then provide the basis for
further exploration until the goals for that client have been a-
chieved. In the course of these explorations the counselor may
use a variety of tools to aid him. For example, if a high school
graduate asks the counselor what career he should foilow, the
counseling process is generally initiated by asking if he has the
; potential for nigher education. The counselor examines transcripts,
; test scores, may administer additional tests, observes behavior to
provide answers to that first question. If the information sub-
stantiates the hypothesis then he can complete college; the client
can then be helped to explore oc:upations which require college
level training . However there may be other factors, such as per-
sonality problems, which irterfere with the attainment of goals
consistent with the clients intellectual atility. We may then ex-
plore these questions with cortinued interviews, personalily tests,
or psychiatric interviews. Ag we continve this process the client,
either verbally or through our diagnostic tools; telils the counselor
that he is or is not on the right track. When he is, that avenue
is followed until a logical corclusion is reached. Logical not to
the counselor, but to the cliemt. After 2ll, he is the one who
must act. Thus "classizal counseling® beccmes a verbal exploration
with the vse of diagnostic instruments as an adjunct to the pro-
cess, to provide a fcundation for future action. Obviously this
is an oversimplification of a complex process. However, if we
examine vocational evalvation from this frame of reference it, can
be viewed as a tocl for the explorations of the counselor's, and
client's, questions concerning the handicaps to, as well as the
assets for, vocational pianning.

When a counselor sees his client for the first time; he
is gereralily confronted with the statement; "I want a job." The
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first step is tc initiate diagnostic procedures to determine {1)
whether the client has a disability, 2 what it is, and’3 is it
correctable The counselor mvst then determine.the extent to which
these disabilities handizap the individual in the attaimment of a
vocational objective, and L what can the client do. For many clients
the answers to number 3 and L can be derived through interviewing,
checking of references, cr psychological testing. However, in many
instances the counselor is ccnfronted with .Le problem that he has
all this informaticn, but for some reason the client does not
accept the interpretaticn. For example, the machinist who has lost
a leg, and now has a well fittirg prothesis. The preliminary data
reveals that he has the pctert:als tc return to his former oc-
cupation, but no matter how much the courselor tries to convince
the client, he says, yov know I can‘t dc that work anymore. In
this instance the counzelor can hypothesize that the only way the
client will develop an understanding that he can do his former

job is to place him in an evaluaiion unit so that he can see for
himself that he can do the work. Ideally, the client will then be
able to act on thi= information, and return to his former employ-
ment. If this does nct occur, then cther questions must be raised.
Perhaps he ~eally doesn‘t want to be a machinist, or any one of a
multitude of hypothesis which can be raised. In this case the e-
valuation unit serves to raise additional questions which require
further exploration. But why 1s this approach required? Why can't
the client act upon the information cbtained through psychological
tests? Reissman, (9) in his formulation of learning styles, sug-
gests that we can orly communicaite to the individual through his
characteristic learning style. These briefly are oral, verbal,

and physical. Many of our clients are physical learners and can
only perceive their vccaticnal strengths and weaknesses through
handiing an object. The fact that people who score high on the
Purdue Pegboard make excellen! butter wrappers, has no meaning tc
the physical learner when interpreted verbally.

In another casze the ccunselor can be confronted with the
situation in which classical diagncstic procedures are ineffective
in determining the individuais pattern of interests, abilities,
and aptitudes. For example, if the ciient is unable to read, what
patterns can be measured on standardized tests? The only way we
can develop an understanding cf his abilities is to have him go
through a series cf graded vocationai activities. Thus the hy-
pothesis, what can this cliert do, czn be expiored through the use
of the process of vocational evaiuation. For the "retarded", or
cerebral palsied, or mental patient. the vocational evaluation
uvnit provides the cpportunity no* only to explcre a number of voe-
cationzl areas, but 2lso it 1s becoming increasingly important as
a technique for the determinaticn of prcblems which may be intere
fering with the assessment cf vccatioral potential. Thus as a tool
of the counselor the evalvaticn unit is i1d:ailv geared to exploring
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a number of hypotheses and more often than not, the program raises
further questions concerning the services required by a client.

What you must keep in mind is that vocational evalua-
tion can provide the information, but the counselor must use it.
It does not do anything by itself. You must provide the questions,
and the frame of reference. Questions such as:

1. Can this client be trained to be an auto mechanic?

2. Can this client be placed as a janitor?

3. What can this client do?

. What are the factors which may be interfering with
his vocational potentials?

and the myriad of other questions that you have about your client.
Incidentally, in our own agency one of the frustrations of the
evaluator is when the counselor says evaluate this client, period.
He wants to know where to begin, and more important why is he be-
ing evaluated. This then provided the starting point for the
process.

In our own program we have spent many hours considering
how we can utilize the evaluation unit most effectively. At first
we concentrated on the assessment of vocational aptitudes, inter-
ests, and abilities, to provide information which formed the basis
of our counseling. In recent years we have come to realize that
evaluation can provide a much broader diagnosis of the client's
handicaps. It was only last we~k that we discussed a client who
was spending all of his time roaming around the unit, and talking
to others, to the point where his behavior was interfering with our
ability to develop a picture of his aptitudes. The staff decided
that we must d-~velcp a plan to control this behavior, and once
this objective has been accomplished we can then continue the e-
valuation. In this instance the vocational evaluation had eval-
uvated this client's handicap, and provided the basis for the next
step. In another case a young man was referred, and on the basis
of preliminary screening, including interviews and psychological
tests, it was determined that he had the potential for college
level work. However, his aspiration was to be an auto-mechanics
area that he would change his mind. As it happened, he found that
area very difficult, and is presently in college. Thus, the coun-
selor's hypothesis was substantiated, and he could then help the
client achieve a "realistic" goal.

One of the major questions confron.ing the counselor is
who should he refer for evaluation. As suggssved earlier, it is
a process ideally geared to the physical learner. I am not com-
pletely sure, at this point, how we can determine who is the
physical learner, but in general he is the person whn has found
it difficult to learn academic subjects in school, or a person who
has been engaged in manual or service occupations.
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Another guideline is suggested by Gorthy. (10) He states
that vocaticnal evaluation is ideally suited for thcese individuals

", ..whcse vocational fitness or lack
therecf are not readily apparent...
the vocational evaluation will re-
veal the extent to which these handi-
capped individuals are capable of
obtaining either limited or ultimate
ocbjectives."

Not withstanding these general guidelines, the question
has been asked by our own staff, who can we serve? In our own ex-
ploraticn of that problem the answer is not who, but rather what
problems can we deal with. The evaluation program can identify
the problems, and from that we can then determine whether we have
the expertise to solve the problem. Let me clarify. Consider the
young man I alluded to earlier whcse problem was the roaming and
over-verbalization, which were interfering with the evaluation
process. There could be several reasons for this behavior. (1)
Perhaps he had a medical condition which manifests itself in over-
verbalization. In this instance we have to ask the question, can
it be controlled through medical interverntion? However, the key
to this young man's problem was that he had spent five years in
his home looking at four walls, talking only to himself and to
the radio, and occasionally his mother. Thus, it became evident
that if we were to evaiuate hic vocational potentials we had to
eliminzte this primary problem. The staff then hypothesized that
he needed a controlled environment working on a one-step simple
activity where we could begin to apply pressures to eliminate over-
verbalization in the work setting. He also needed to have an
opporturity to socialize with others, in the non-work setting. To
accomplish this cbjective hLe was placed in cur workshop. We then
hypothesized that once the over-ve:‘balizaticn is eliminated, we
can move him back to the evaluaticn unit for determination of his
vocational potertials. Ip this sense the unit provides the diag-
nosis of the key problem, the staff provides the reasons why, and
the workshop prov -s the place where we can put into practice the
plan that we developed. 1In this instance, the evaluation unit
played a dual role, for the determination of the problem, and then
for the determination cf the client’s aptitudes zud ability. But
all of these do not happen by themselves. There must be active
participation of the counselor’s part, even if only to supervise
the plan.

One potential danger in the use of vocational evaluation
is for the counselor to expect more than the unit can give. I
have described what I consider to be the many possibilities in
evaluation. Certainly I have used our own program as a model,
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wherein we have tried t¢ prcZde 2 brcaid base of urlerstanding of
the pcterntials =f =:-h a grigrarm E:t rot all evaluation program:
can answer all the qussticr: yc. may have, not even ours. Ycu
must know the ques+icr: whizk -arn be answered, and use the varic::
program: at your disp:zal se.ectively

'k’

In summary, the n:..:z -f wccaticral evaluation in the
counzeling process ccres from a !ack of understanding of where the
counseicr fits into the rre-ess  He must formulate questicns. He
cannct expect the eval.ator *: pricide anzwers in a vacuum. He
cannct expect evaiuaticn bty Ztzeif tc change behavior, no mcre than
we can expect psychcicgical te:ts ty themselves to change behavior,
or develiop understanding ir. ~he client. The counselor must inter-
pret to the client why he 1: gecing through all this rigamarole
just to get a job. He must irterpret the findings to the client.
I wonder hcw anyone of us would feel if we were demped into a prc-
gram fer eight or ten week:s, cr even more, without knowing why,
or knowing how we were doing. We wouid resist, and perhaps be
ummotivated. The counzelcr must develop a treatment plan on the
basis of the information he recieved. By treatment, I mean train-
ing, placement, behavior mciification, not psychotherapy. It is
a tool to be used; but nct abused:
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PREDICTING VOCATIONAL ADJUSTMENT IN THE MENTALLY RETARDED

Henry V. Cobb, Ph. D.

Chairman, Department of Psychology
University of South Dakota

My particular interest in rehabilitation has been with
the mentally retarded both through research and through the at-
tempt to develop programs of education and rehabilitation to
enable the retarded 4o take their place in society which has hither-
to extensively rejected them. I gather that your interests as vo-
cational counselors are quite varied, that you deal with various
types of disability categories and in a variety of different ways.
So, while I direct my comments particularly to the subject of the
mentally retarded, I hope some of them will be applicable to your
particular concerns, because many basic questions will go across
the board.

The particular field I have been concerned with for the
last several years grew out of an interest in VRA to find out what
the outcomes have been of some research projects which they had
sponsored. There are a number of such projects designed to deter-
mine how we can, and how well we can, predict the vocational ad-
justment of the mentally retarded in adult life. How far can we
see ahead? How much can we see ahead? What sort of determinations
can be made in order to guide the training and rehabilitative pro-
cess to its most effective conclusion? The problem of predictive
evalnation, of course, runs all through the rehabilitation progranm.
How do you know what to do unless you have some idea of the prob-
able cutcome? A good deal has been done in this comnection in re-
lation tc various categories of disability.

Now, I am not going to be technical here; I am going to
deal rather with concepts and problems because I must be frank to
say that so far the investigations I have been making lead rather
to more questions than to final answers. I think we still have a
long way to go before we really have nice, neat, predictive pro-
cedures that will give us firm answers as to what lies ahead for
the individual client. I think we have to clarify what we are try-
ing to do, and to see clearly what some of the problems are before
we rely too heavily on premature conclusions.

Let us start out with just a brief consideration of what
the objectives of the vocational counselor are. What is the voca-
tional counselor trying to do? In this I want first of all to make
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a rather obvious contrast: the contrast between the process of
personnel selection and the process of adjustment counseling. I

am sure I don't really need to make this contrast to you because

as counselors I think you understand this difference already. In
personnel selection, we start off with a particular function, a
particular job, or a particular operation, or a particular business,
whatever it may be, and the purpose is to fill slots. We have so
many places for so many people, and these people are supposed to
perform certain functions and we want them to perform these func-
tions successfully. Our job in personnel selection, then, is to
pick the people who will fill these slots with the maximum prob-
ability of success, and the minimum probability of failure. We

can use all the information that is available to us in determining
where the probability of success lies and where the probability of
failure lies. We will establish cutting points in terms of test
scores or whatever other predictors we are using in order to select
that group of people who will least likely let us down and will
most likely be successful. That is the nature of personnel selec-
tion and it is a fine art, used extensively in business and industry
where the cost of failure is part of the production cost, and they
want to keep that at a minimum. On the other hand, adjustment coun-
seling begins with the person. Here is a person for who we want

to provide services which will maximize his function as a member
of society, as a productive part of the communtiy, to live asg full
and whole a life as possible. Starting with the individual, the
aim is to work with him under the best possible conditions. For
this we want to predict the probable outcomes of using various
treatment procedures, and to find that combination of procedures
which will maximize his probable success and minimize his probable
failure. The criterion here is the person, whereas in personnel
selection the criterion was the security of the enterprise or for
which you are finding people. Here we are finding or doing some-
thing for the person; there we were doing something for the parti-
cular slot in which the person is fitted.

Obviously, these are two quite different aims and obviously,
your concern is with the second. Yet, I think it is necessary to
point out that often we do confuse the two. Often we have primarily
in mind the situation within which we are operating as counselors,
and are concerned with the criteria by which our success is to be
measured. Often we are confused as to the real values that we are
aiming at. I am sure that in Pennsylvania this is long since past,
but in some places the success of a vocational counselor has been
measured in the number of people that he has successfully "rehabil-
itated". You have seen that phraseology, I am sure, time after
time. If that is the measure of a successful counselor, then it
is up to him to obtain a maximum score. You get a maximum score
when you have the most successes with the fewest failures, and you
thereby immediately fall into the role of personnel selection.

You are selection people who will succeed for you, and avoiding
people who will fail for you. This is a natural human tendency to
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geek the rewards where they may be found, but often we fall into
confusion as to what we are really trying to do.

Sometimes we are confronted with this word nfeasibility".
This is the question with respect to any client: is it feasible to
provide training and rehabilitative services for him? Now, as soon
as you try to answer the question of feasibility, you are talking
about probability. You are talking about his possible success or
failure in terms of some criterion. If you take the broad criterion
of employability, then you are asking yourself, will this person
be successful in terms of employability if we take him under our
wing and provide him with training services? TYou are making a
prediction and if you are rot careful you may predict out some in-
dividuals who may, in fact, succeed, and you may be inclined to
regard as feasible only a limited proportion of your personnel.

I am suggesting here, you see, that we keep our aims
clear. If we are seriously concerned with adjustment counseling
then when we talk about feasibility, we will not ask, "is it
feasible to put the client in this particular training process which
we have going?", but we will ask, rather, "what is feasible for
this individual, and what are the alternatives among which we
can select a program, and a course of training?” Again, the role
of the vocational counselor is to serve the individual person,
not merely to select the most probable successes from a range of
candidates.

Assuming, there, that what we want is information which
will enable us to make the best possible program arrangement for
the individual client, how do we go about obtaining it? The first
thing to recognize is that predictive information is needed not
at one time only, but at many successive times along the rehab-
ilitation route, and this information takes many forms. We have
already mentioned the question of feasibility. This is part of
the intake procedure. When you are first considering a client,
you consider in what terms is it possible to serve this client.
Feasibility determination is then one sort of evaluation, based
on whatever information is available at the outset. But then one
has to narrow this down and evaluate the client in terms of the
type of training that would be most productive. Where do you
start out with this person? at what level? in what sort of set-
ting? in what sort of training? what kind of treatment? The
evaluation then is based on the particular description of the
jndividuals and his characteristics obtainable at intake.

But then as training is instituted, and treatment is
provided, one makes evaluations along the way. How do you move
this person through a course of training? What determines when
he is ready for the next step? What determines what step follows
from the step that he is already in? What determines whether you
ratain him in training or whether you terminate the nrocess?
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What determines when he i3 ready for those stages of training when
we place him in scme kind of employment?

When do ycu regard the case closed? Closure of a case
involves just as much prediction as opening a case, because you
are predicting that this person is now equipped to function under
normally operating social arrangements, so that your services are
no longer required. When do you reach that point, and what criteria
d> you use for making that kind of judgment?

In arriving at the decisions along the way there are
some particular areas about which we are concerned and about which
we make predictions. Occupatioral selection, of course, is one.
What soris of things can this individual be equipped to do? What
kind of role can we expect him to play in the economic life in so-
ciety? We are also concerned with the other aspects of the person
which surround the fulfiliing of occupational roles. One works,
of course, only during certain portions on one's living time. The
rest of the time cne is doing all sorts of other things which have
profound bearing on how effectively one works. Although we call
ourselves vocational rehabilitation counselors, we cannot isolate
vocation as work from the rest of the process of living. So one
makes predictive evaluations of all these things as well.

Evaiuation has many points of attack but in every case
it involves using presently obtainable information in order to
make some kind of predictior. as a guide to action. What, then,
are the requirements for effective predictive evaluation?
Basically two major kinds of information are needed. On the one
hand, we have to know what it is that we are trying to predict
and how this can be measured. What is the outcome or the end
result that we are icoking fcr? In other words, what are the
criteria in terms of which we make a prediction? It seems simple,
but in fact the selecticn of criteria is a tremendously compli-
cated business.

When we talk about successful adjustment, what are we
really talking abcut? Often we narrow it down and define it very
specifically. We say, the criterion of successful adjustment is
the ability tc hold a job. Well, hold a job? Hold a job how
long? Hold a job urder what sorts of working conditions? Hold
a job at what level of :cmplexity? Even holding a job is a com-
plex matter. But we find as we explore the criteria that there
are many, many others. I will mention a little later a particular
study which analyzed the judgments made by ten experis in the field
of mental retardation. The investor came up with a total of lll
gpecific criteria of success; which then had to be factor analyzed
in order tc bz handied in a mearingful way.
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surrounding world, being located in space and time so that one
moves effectively in these reference points. What can a person do
for himself that people would ordinarily do for themselves? Ade-
quate adjustment again can be measured by these criteria.

3. The third category would be in interpersonal re-
lationships. The person is not an isolate. He is a person among
other persons, and we are here concerned with the ways in which
the person interacts with others. Family ties, family relation-
ships; friendships, affectional interchanges between cne person
and another, and the stability of such affectional behavior;
social -sexual relationships, marriage, children; these are sums of
the principal ways in which people interact as persons with one
another. This constitutes an area of experience which I know we
all see as of vital importance. Where this is disturbed, almost
everything else is disturbed. So this would be a third major
basket into which we could put the criteria for successful adjustment.

4. In the fourth place another set of social relation-
ships. But these we might call "impersonal social transactions."
A great deal of our normal everyday lives involves dealing with
people, not as individuals, as in terms of the roles that they
perform. We go to the store and we deal with the clerk. We come
to the cashier at the end of the cafeteria line. We engage in
these transactions which constitute the network or fiber of social
behavior in terms of which we must live. This provides the
security for the fundamental operations which sustain life in
society and culture in general. It includes the commercial trans-
actions of everyday life, transportational transactions, legal
transactions. Obeying the law and conforming to the legal re-
quirements of society may become very complicated, it is invol-
ving the patterns of behavior, the mores and customs of the
community in terms of such basic transactions as prop: -ty re-
lationships, taxation, life insurance, civic activity of all sorts,
and voting. One wants to know the extent to which an individual
client is going to be able to do these things.

5. Then in the fifth category we have productive be- 1
havior. This would include job skills of all kinds, perceptual
motor tasks, the verbal tasks which are involved in many jobs, |
the integrated behavior of operations, machine and tool management,
all those things which are involved in the production of goods
and services. The occupational variables which determine the
production contrast of the clients potential economic employment.

As I have looked at the wide range of possible criteria
for successful adult adjustment, it has seemed to me that they
all fall into these five major categories. Taking altogether,
what we are asking is, what goes into the making of a full and
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adequate life: the personal self-related elements of experience,
the self management of the ordinary things, the interpersonal ties
that we have, the impersonal social relationships, the productive
behavior in which we use our capabilities to produce goods and
services. These categories cannot be taken singly, in isolation
from one another, but form a network.

As a matter of fact, if we start talking about employ-
ment as a criterion, we immediately find ourselves drawing in ele-
ments from all five major categories. If we want to predict em-
ployability, we find ourselves having to predict all these other
things which go above with it.

Let us now talk about another aspect of the evaluative
process which also complicates things.

There are so many situational variables which affect the
life history and rehabilitation of a client that we cannot develop
predictive norms which will work everywhere for all people in the
same way. What produces successful functioning in one setting
does not necessarily produce successful functioning in another
setting. Maybe this would be a little clearer if I indicate some
of the kinds of variables that I have in mind here. Geography,
for example, makes a difference in the way we look at possibilities
for people. Here you are set in the middle of the mountains.

Does this make any difference in the kinds of treatment and train-
ing and the kinds of goals, the kinds of objectives that would be
appropriate to people you serve in this particular locality? Com-
pare that with the great plains out where I live. It's a very
different setting. The climatic conditions are different. As you
go farther south, climatic conditions are very different again.
You have to deal with people in terms of geographic and climatic
variables. You cannot just assume that people in one place will
operate as do people in other places. Demographic variables of all
kinds make a difference, the distinction between rural and urban
for example, because people in cities behave differently in many
respects from people living in the country. Population density,
the size of the community in which people are living and operating,
ethnic variables, patterns of culture, which generate not only
different ways of behaving, but different value systems, different
goals, different objectives. Economic variables which may shift
and change from time to time make a great difference in what we
can predict. We have been living through a period of prosperity
in which employment opportunities are high. Should we go into a
period of economic depression, what difference would this make in
the way in which our rehabiltative efforts work out? The nature
of the labor force at any time, the occupational patterns of the
community of the region, all these are situational variables which
affect our ability to predict what the outcome will be in the in-
dividual case.
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We have talked about criterion variables and situational
variables, now let us go over to another side of this prediction
criterion relationship. What sorts of information can we make
use of in order to predict the outcome? What can we know about an
individual person as we look at him, as we test him, as we measure
him in all sorts of ways that will give us a basis for looking ahead?
These are the predictors, or, in research language, what we call
the "independent variables,"” the casu2l factors; which bear some
relationship to outcomes.

As we look at the possible things that we might use as
predictive measures, again they seem to fall into a number of
categories.

1. Background history. This involves many things re-
lating to the individual. We always take a case history of the
client. We want to know when and where he was born, the charac-
teristics of his ethnic background, his medical history, his
educational history; our search broadens out over a great many
subcategories. The background history factors are, in a way,
gsettled. These are the things that happened to this person in
the course of his life, but they are not always easy to discover.

2. Intellectual competence factors. This is the way
in which the individual functions intellectually, positively.
Whatever inielligence means, we want to find out what or how the
jndividual measures in this area. Intelligence itself is not a
simple thing. It has many phases and aspects and we want to get
a broad picture of the intellectual functions of the person. The
I.Q. is probably the easiest but most misleading and least useful
way to describe the person's intelligence as an adult.

3. Physical and iological factors. This involves
questions of physique, the bodily structure, the aature and func-
tioning of the various organs and systems of the body, the
physiological mechanisms by which the bodily processes go on.

It is important to know, for example, if the individual has a higher
low metabolic rate, vital capacity, endocrine balance. Theses things,
many of them, can be important determiners of outcomes.

L. Perceptual-motor factors. These are sometimes mixed
with the intellectual competence factors, but are basically separable.
They constitute the ways in which an individual can use his sen-
sory equipment, and the integrated functioning in which he responds
motorically, in gross-motor fine-motor, language or speech
funcions.

5. Social behavior factors. These measure the in-
dividual in the relationships he has to other people, using all the
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evidence which is available to us for this kina of behavior. Per-
sonality factors can be explored at any one time in order to pre-
dict personality structures and consequent behavior at a later
time. We can explore the present work habits and learned skills,
that is, the behavior patterns which he now employs in working
situations.

These are general categories, then, within which we
might try to acquire evidence which would enable us to make pre-
dictive evaluations. These are the kinds of things which we ex-
plore at various stages along the way in dealing with a problem
of rehabilitation. The problem, then, which confronts the re-
searcher in exploring these things is expressed goes out in a
question which I put to you counselors: Jjust how good is the
evidence that you can collect for the things that you really want
to know? There is not a rehabilitation center in the country that
does not use some kinds of procedures of this sort. You have bat-
teries of tests. You have an intake in history. You have physical
examinations. You do all these things routinely. The question is,
what good is all this doing? What does it enable you to predict
with respect to the life course of the individual person?

Let me make some comments here on the nature of the re-
gearch process as against the practical work which you people are
doing. Research in its best form is highly controlled and tech-
nical. It tries to get at underlying relationships. In doing this,
it has to detach itself from the actual working situation in which
people have practical concerns. However, as the researcher does
his work, his findings have to be translated into practical forms
in which they can be put to use. Often, however, there is a dis-
crepancy between what the researcher can say and what the practi-
tioner can be sure of, because what comes out of the research pro-
cess may be very highly refined; it may be isolated and detached
from all things that are going on in the work-a-day world. This
is true in any science. Galileo, for example, established the
laws for falling bodies whereby certain predictions could be made
how bodies would fall in a perfect vacuum, but then if you try
dropping things through the air they do not work that way because
o the intervening effects of the atmosphere. Similarly, many
of the results of our research may seem a little remote from the
things that you are doing, or you may optimistically take some
of these findings and expect them to work out neatly in everyday
applications. It may not be true. For example, suppose we find
that there is a predictive relationship between, let's say, the
amount of parental pressure put on a youngster and his aspiration
level as he gets into a training situation. This might mean simply
that if we take a large population of people and measure them in
terms of the amount of parental pressure that is being applied,
and then we measure these same people again on another occasion in
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that is statistically better than chance. This may hold, however,
only when we are looking at a whole population in which there is

a certain trend or tendency for outcome to pile up on one side
corresponding to information that we have gotten on the other side.
But you cannot assume that every client that comes your way who
was subjected to parental pressures is going to show this partic-
ular outcome because you do not have under control all the other
variables that might make a difference. You do not know whether
the individual case is going to fall within the generalization we
have made about the population.

What I propose to do now is to review briefly a selective
sample of some recent research. Let me give you five sample pro-
jects that have been undertaken in the area of the predictive eval-
uation of the mentally retarded for adult adjustment. These will
represent quite a variety of projects because I want to illustrate
some specific points.

|
terms of their motivational structure we might find a connection

The first one was undertaken by Joseph Parnicky at the
Johnstone Training School in Bordentown, New Jersey. This is a
facility for mentally retarded adolescent and the young adult
males. The particular project undertook to see how well we can
predict the clients progress through the various phases of train-
ing and into the final phase of employment from testing at intake.

There were five phases in the evaluation and training
procedure. The first phase is that of prevocational evaluation
which takes a period of eight weeks. They use a number of tech-
niques. One consists in a unit evaluation on 4O sample tasks or
vork samples which are drawn from typical operations and standardized.
Another is a field evaluation, as they call it, where the person
works in different occupational work areas in the institution and
is evaluated for performance by the supervisors. A third kind of
evaluation is the psychological test battery which includes motor
tests, personality and temperament tests, and intelligence tests
of a standard variety. They have, there, three kinds of information:
work sample information, on the job information, and psychological
test information. The question then was, how much can we predict
from this initial information and what will follow in succeeding
phases. Phase two which followed after eight weeks involved half-
time training in work areas and half-time in academic types of
‘ training. In working half-time in the work areas, the student
r was rotated through a variety of such areas. In phase three the
more academic type of training was now terminated and the students
were full-time in the work training areas. In phase four, while
they continue to reside in the school, the trainees were employed
in the commnity in various job settings. At phase five, they
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left the institution to reside in the community where they were also
employed. This represented the final phase of separation from the
institutional setting, but they were followed up to learn what
would happen. -

The outcome in general was this: the researchers found
that the predictions were best when they were directed toward the
second phase. That is, the intake phase, the prevocational eval-
uation, which enabled them to predict fairly well how these young-
sters would do in the next phase, where they were half-time in the
training areas. But as one looked farther ahead to the succeeding
phases it was found that the predictive value of the intake infor-
mation diminished. At phase four, they found practically zero cor-
relation between the intake testing and performance where employed
in the cammnity but residing in school, and this lack of correlation
continued into phase five. This, I think, points out one very
signigicant thing. We can have much more confidence in our test-
ing procedures and our evaluative procedures when we are looking
for a next step than when we are looking several steus ahead.

This reinforces the principle thnat you have to keep re-evaluating
from one stage to the next. You cannot take the initial infor-
mation and expect it to remain equally valid all down the line.

They did find, in this particular setting, that the field evaluation
information was of more value than either the unit evaluation or

the psychological test battery. They found that in the psycho-
logical test battery the motor tests were the best predictors but
here the criteria happened to be essentially motor tasks. It
appears that motor tests predict eventual motor tasks perhaps

better than other tests will predict other sorts of tasks.

Another example was a project by Taylor at the Good-
will Industries Workshops in Tacoma, Washington, with an intake
battery of fourty-five tests, twenty-eight of which are standard
measures, commonly used, and seventeen which they devised them-
selves. The devised tests simulated the kinds of work operations
which existed in the Goodwill Industries Workshop. There was a
two-month rotation of jobs in the workshop and the clients were
rated on each rotation by supervisors on seven scales constituting
a work-evaluation scale. The question concerned to the relation-
ship between the initial tests and the on-the-job evaluation made
by supervisors. They found that less than half the tests were
relevant to work performance, and most of these were of dubious
predictive value. That is, one could show statistically certain
relationships; but in trying to apply them predictively to the
individual case the probability of making a wrong guess is very
high. They did find a number of predictors which were fairly
good. These included the digit-symbol test in the WAIS-Weschler
Adult Intellige-ce Scales, the Bender Gestalt Test, the Purdue Peg-
board Assembly Test, and one of their own devising, a "wrap and
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pack” test. These were the most predictive. But, I particularly
want to note is that these were predictive for within-shop work,
and no claim can be made as to their predictive effectiveness in
outside employment. The results were not tested outside this
particular shop, and what has been found to work in one setting
might not necessarily hold up in another setting. In effect,
every shop has to test out procedures for itself to determine

that they really work for them as they have worked for somebody
else. Taylor found also that personality variables that were
applied were non-relevant and did not give good predictive infor-
mation of the kind that they wanted. Long run work efficiency was
not measured. Again, this is a warning as to the limits to which
one may legitimately generalize from a particular set of conditions.

A third project was undertaken under the auspices of the
Connecticut Association for Retarded Children by Warren Bower.
This used on a fairly large sample of 572 adult subjects, mildly
retarded, drawn from commnity and institutions, and both males
and females. This is typical of the survey type of investigation
where one goes out with a dragnet and finds a population that
meets certain requirements. The population is then studied in terms
of relationships of certain other variables. Bower set up four
criterion varibles, that is, measures of adult success. Job success
was defined as a minimum of one year steady employment in a non-
sheltered situation. A second criterion was that of a job level
which distinguished those who were judged successful at holding a
job at a simple level from holding a job at a complex level as in-
dicated by the Dictio of Occupational .Titles. The thrid criterion
measure, Bower cZiIeé, Was "social adjustment,” but it might better
be termed "practical intelligence," since it consisted of the Vine-
land Social Maturity Score minus the Stanford-Binet Score. It
seemed to me not particularly useful as a criterion of social ad-
justment. His fourth criterion was that of commnity adjustment
which was based on court records. The well adjusted person here
is simply defined as one that has not gotten into trouble. This
is a useful kind of information, but rather narrow as a definition
of commnity adjustment. In general, the job success and the job
level which really can be combined into one scale were the most
meaningful of Bower's criteria.

Bower employed twenty-one different measures from a num-
ber of standard tests, the Stanford-3inet, the Vineland, Raven-
Matrices, the California Achievement Test, Porteus-Maze, and in-
cluded the Rorschach. One of the main reasons I am referring to
this study is that it does utilize the Rorschach which is not us-
ually regarded with the mentally retarded. In his analysis Bower
found that out of twenty-one measures, fifteen yielded weighted
values for job success and this included some of the Rorschach
measures. Four of his predictors had valid weights for job level
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and six each for social adjustment and commurity adjustment. One
thing I am particularly concerned to poirt out that a combination
of test scores could yield a composite equation that would be fairly
predictive for job success, where no ore measure taken alone would
be. But let me point out also, a serisus limitation in studies
like that of Bower. Predic.ion has here a very special and limited
meaning. It does not really mean predictive he only showed that
there was a tendency for individuals with certain composity test
scores to be found among the successful group- The comparison of
test and other data behavior groups whose success failure has al-
ready been esiablished does not furnish a reliable guide for pre-
selecting those who in the future will succeed or fail.

The study by Stephens is a complex one but I want to
speak only of one feature of it. Stephens started with 141 criterion
variables which she assembled by factor analysis, into 17 primary
varieties of adjustment success in retarded adults. She discovered,
for example, that it is one thing to talk about the %effectiveness
of the employee" from the standpoint of the employer and his Judg-
ments of the employee, and quite another thing to talk about
nresponsible work orientation" which may involve quite different
characteristics and factors. It is the distinction perhaps be-
tween "having good steady work" as over against being judged by the
employer as a "good steady worker," and the two do not necessarily
go together. A third success factor is autctomy," that is the
ability of the individual to be independent in his general social
transactions. That category may also be quite distinguishable in
terms of personal characteristics from being a good worker and
having good steady work. Yet, another syndrome or factor is "task
orientation" as Stephens called it. This is a factor in which
success on the job, is combined with negative social attributes.

It is the case of the person withdrawn intc his work where work
becomes the only thing with which he je ccncerned. It is a defense
against having to cope with the world in general. Stephens' research
points out the importance, you see, of defining our criteria and
determining precisely what kind of success and failure we may be
talking about.

Finally, let me refer to Evelyn Deno and her work in Min-
neapolis, for a purpose which I think is quite .-elevant here. This
js a follow-up study on several hundred. dropouts from the Minneapolis
Special Eduncation Program to determine their characteristics and
what has happened to them. One thing that she found is that among
these dropouts is less than half of the subjects have been referred
to vocational rehabilitation agencies. The majority of those that
had been referred had already been closed or rejected from the
services at the time of follow-up. Of those that had been closed,
rehabilitated, seventy-nine percent were jn satisfactory employment
categories. Of those that had been rejected for service, fifty-six

percent were making savisfactory adjustmerts
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Another aspect of Dero's study had to do with the nature
of predictive variables. She and her group established three
orders of predictive variables which they attempted to validate.
The first order consists of conventional kinds of data-age, sex;
verbal and non-verbal I. Q.'s, reports on following instructions
and estimated measures of academic achievement. All these are
the kinds of information that we commonly put into the record.

The second order was based on these and other data in the case

so that a construct was formed about each student. These con-
structs were of a higher order than the foregoing data and in-
cluded professional judgment as to native intellectual level,
functional intellectual level, attitude, influence of sub-culture,
influence of family, etc. These constructs are frank but defensible
opinions of how the student could be described. It is a more gen-
eral order than the detailed test information. Then the third
order, which they refer to as super-constructs, are estimates of
the student's potential, i.e. potential for academic benefit,
potential for social development, and eventual employability
potential. This is an overall sort of judgment using the lower
orders but going beyond them in terms of general suhjective pre-
diction. Deno found that the higher order, the higher the pre-
dictive value. We can have a very low order of predictive con-
fidence in test scores and these individual items of data taken
singly summation. We can have more confidence in the more general
judgments made with knowledge of the test scores, but also with
contact and other kinds of interaction with the individual. We
can have most confidence in those higher level predictions. What
this does, I think, is to reaffirm that we do not have to wait

for a nice recipe book of test procedures in order to make good
judgments about clients. We can use a clinical judgment, if you
like, which is more qualitative than quantitative, which co-or-
dinates and puts together the objective information and general
opinions estimate as to the probability of success. So it may
give you some comfort, then, to know that you can trust your

own judgment without going into all the labor and hazards of
getting thousands of test scores. Not that these are without
value, but alone they do not give us proof of future outcome.

QUESTIONS AND ANSWERS

DR. RABENSTEIN: Dr. Cobb has consented to allow you to ask some
questions. I think he has provoked a number of questions, at
least in my mind, and possibly in your mind also. I think in-
stead of trying to run the film now, we will schedule it later
and we will just give this period over to questions and answers.
So if you have any questions, may we have them at this time.
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MR. BREGMAN: Regarding the Parnicky study, what was the predict
value between varicus phases three and four - how weil did three
predict the outcome of four?

DR. COBB: They didn’t explore this too much in detail. They got
some indications that from phase to phase the predictive value was
better than jumping over phases. Their main work was concerned
with the dimimshing useful-ess from the initial phase.

MR, BREGMAN: Woculd you say that from twc to three was the highest
Bust in a general statement?

R. COBB: From one to twc. They measured in each phase the be-
ginning and the erd of the phase. In fact, they found that the
best information was from the field judgments of phase ore to the
final judgments in phase two. This was about the best finding.
QUESTION: Please comment on research that would be most fruitful.
DR. COBB: I think that the research that really needs to be done
is to start with a very well defined, adequate size sampling of
youngsters in their mid-teens at least, where they are still in
school settings, before they actually come into the vocational
setting at all. They should be selected as individuals who are
by some kind of criterion probably going to require eventual as-
sistance in making adult adjustments. There should also be a
very good control group. Then, on the basis of instruments and
measures that have been used, initiate a study in which we can
validate the applicability of measures for a later prediction. We
should carry such a group through to the point where we can really
make a determination of the historical predictive value of these
measures. We need good cross-validational techniques to enable us
to see that the things that we are talking about are really rel-
evant to the outcomes that we are interested in. Most of the studies
that have been reported have been in either a very limited sit-
uation like a particular shop or a particular institution or they
have been much too inclusive in scooping up a heterogeneous pop-
nlation. I think the kind of study that is needed is one where
you have a large encugh sample carried over a long enough time
with caref:l enough control over the variables so that validated
predicticn equations can be established.

DR, E. MATCH: Back in the beginning you had touched on the self
interest in the predictive period of vocational adjustment. Taking
thiz into the M/R field and some of the things which have happened
in terms cf the client involvement in evaluation, what level of
M/R’s are you referring tc?

DR. COBB: The history of work in this area is one starting with
those whe are nearest normal and then rather slowly meving to those
who have greater severity and defects.

DR. MATCH: Wo:ld you feel fifty is the cutoff point?

DR. COBB: I dc nct like cutoff points particularly when ycu are
talking in the context of adult adjustment. I.Q. measures are
probably the least relevant; they are orly broadly relevant. In
gereral, ycu can say that as you go dowr the I.Q. scale there
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are certain changes in general expectancy. But virtually every
study that has used the I.Q. as the variable in relation to adult
adjustment, has shown it to have very little predictive value.
Coming back to the question of self-image, this has been a part-
<cular area of interest of mine and there is, I think, very strong
evidence that some aspects of self -referent behavior are appropriate
almost as far down as you want to go. What has happened in the
past is that so many retarded, particularly of the moderate to
severly unpaired have been given very little opportunity to de-
velop any sense of identity or aspiration levels. The development
of an adequate picture, or sense of self-esteem is extremely dif-
ficult under the conditions in which most of the retarded have tra-
ditionally lived.

DR. MATCH: Sir, are you describing a work adjustment pcrogram?
Should we program and train for acceptable middle class social
responses?

DR. COBB: No, this of course is an extremely difficult thing to
hardle. But again we have to see the appropriateness of any of
these criteria in terms of social and cultural settings in which
people are going to function.

DR. MATCH: Going back to the second part of the question, what a-
bout the client involved who is mentally retarded?

DR. COBB: You mean by client involvement?

DR. MATCH: In the decision making process.

DR. COBB: I think a degree of this is possible, even with fairly
defective persons--in terms of things they like and don't like,
things that they prefer not to do, the kinds of settings they find
congenial and non-congenial. The atility to make independent
judgments, of course, is much more limited. I +think that we have
to go pretty far down to a point where determinations can be made
fully from the God-like position of the counselor. We're still
dealing with people. As long as you have the person, you have some-
body that is respondent.

DR. MATCH: One other thing. Is there a difference in the perfor-
mance of males and females?

DR. COBB: Yes, there are. I would not want to spell them out.
But I think the evidence does point quite thoroughly to important
sex differences in behavior.

AUDIENCE: Are these significant enough that we should be thinking
of doing different or separate things?

DR. COBB: I think so. I think that this should always be a ques-
tion in your minds, so that you don't wed yourself to a single
pattern. I think that the evidence is going to show some impor-
tant differences here, but perhaps not in all the areas we might
think that they would.

AUDIENCE: Are there any data or studies of M/R's who were lucky
enough not to get into special education?

DR. COBB: Yes, a rather interesting follow-up study by Ballard
and Charles in which they had a population from two sources =-- one
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from those judged to be mentally deficient in public schools back

in the early 30's, and then a control group not so judged but in
some other respects comparable. These were followed up until fairly
recently; the final reports are now in, and one very striking find-
ing from this was the upward change in jntellectual status -- I
should say the change in rated jntellectual status -- over a period
of years. This was taken by Charles to indicate a real constitu-
tional change in intelligence. One can account for this in terms of
the social contexts from which these children mainly came, and the
change in social contexts in which they later found themselves.

Or onc can interpret in as Ballard intended to do, as reflective
jnnefficient measurements in the early stages. But this gets us
into the situational factors which affect even the nature and meaning
of test scores.

AUDIENCE: Back to one of the statistics that you mentioned in line
with the BVR's turning down M/R's who were after successful, should
we jump on the bandwagons with what they are doing with keeping
retardates in school until twenty-two to twenty-five years of age?
IR. COBB: I would certainly combat the old notion now that be-
cause the individual has a lower dapability, therefore he doesn't
need as long a schooling. There may be some things said to the
contrary that because he has a more limited resources, he may

need longer formal schooling in order to make the most of it. I
would not want to make that as an arbitrary generalization because
I think it depends a great deal on the kind of educational setting
you have these younsgters in the same classroom or the same setting
for all those years. '

AUDIENCE: Tolstoi has advocated and come up with a work study, work-
adjustment vocational program in educational functions.

DR. COBB: Right. Certainly I think that one thing that is indi-
cated is a much closer tie between the vocational process and the
educational process so that the Rehabilitation agency reaches down
into the schools and picks up these people at younger ages. The
schools have to reach out into the vocational function of the com-
munity to co-ordinate their programs.

AUDIENCE: T would like to question whether the dissemination is
research itself. Before I do this, without any comparison, I wonder
how many of those among us have heard of this research or read it?
DR. COBB: Alright, how many have heard of these pieces of research
that I have been referring to? Raise your hands, anybody who has
heard of or read all of the studies that I have mentioned. A few?
None?

AUDIENCE: Obviously most of us have not heard of this. Is this
our fault? Or is it the fact that the dissemination of this in-
formation is just not readily available to regions in general? I
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can tell you one thing though, one of the studies is very similar
to the program we provide. We have never heard of this study and
certainly I would like to take it back and somehow use it in our
own, for our own particular purpose. How can we go about getting
this information?

DR. COBB: Alright, I'll give you one source. One thing that we
have been doing in my particular shop is putting together an
annotated bibliography, "Predictive Assessment of the Adult Re-
tarded for Social and Vocational Adjustment." wWhile I know it is
incomplete, we combed everything that we could possibly get hold
of and arranged the materials into a number of different groups:
"descriptive studies before 1945," "descriptive studies after 1945,
"studies on personal variables," "studies on environmental variables;"
"predictive studies,” and "trends in training" - these have been
put together in mimeographed form and a number of copies were sent
into VRA as part of our project report. But this gets really to
the core of your question. These reports, you see, are not them-
selves widely distributed because they are not published through
the regular journal channels.

AUDIENCE: Can an agency contact VRA? They are very good about
sending out materials.

DR. COBB: This is the general procedure. Except now VRA says
that they cannot handle through their own offices all these re-
ports. I have several cartons of the bibliographies in my office
waiting for people to write to me saying that they want them.
AUDIENCE: Who is the general agency there?

DR. COBB: For this one, the Department of Psychology, University
of South Dakota, Vermillion, S. Dakota. This is "The Predictive
Assessment of the Adult Retarded for Social and Vocational Adjust-
ment, Part I, Annotated Bibliography." I will leave this copy here
So that if anyone wants to refer to it, they can.

AUDIENCE: Then we may contact the originating agency for copies
of project reports?

DR. COBB: I am sure this is true for almost all of these studies,
you write the originating agency, they can probably supply them.
AUDIENCE: Were most of these studies based on the mentally re-
tarded population?

DR. COBB: Yes, they are all on the retarded.

KARL EGERMAN: May I ask one question in regard to informatbn and
dissemination? It is a serious problem. One of the purposes of
a seminar is to exchange information; we cannot spend all our time
with journals. So this is one way we hope as a Research & Train-
ing Center to get some information desseminated. Thank you very
much for coming.




"WORK EVALUATION IN A COMMUNITY EVALUATION CENTER"
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Since early in the 1900's, professionals have been evalua-
ting and attempting to assess a variety of factors existing in persons
and from this assessment we have tried to predict later behavior.

The present "work evaluation movement" began as early as - or as
recently as 30 years ago.

Historically man has always attempted to assess and e-
valuate other men and women. In primitive tribes, a variety of
jndicators were used to determine whether a person might be a war-
rior, or a successful hunter, or a priest in the temple. Back in
Bible days priests were dedicated, or these were other signs that
people observed which they thought might indicate other career po-
tential. In the early days, man believed that future occupations
could be determined or were determined by exterior forces, such as
the stars, or the phases of the moon, or the winds, or maybe even
charms hung around ones neck. Later we believed that man was not
affected by nature and exterior forces and thought that they had
no control over manfs behavior. Now, we know at least, that the
temperature, sun, the barometric pressure, and weather will affect
our behavior. Later, man began to observe that others were endowed
with certain talents which if they could discover what they were,
might point to a particular career.

It was then gradually realized that man's destiny no long-
er depended on exterior forces, but on these talents or endowments.
There were early efforts to measure these differences. A sample
of this early effort was the study of phrenology and measuring the
bumps on one's head. This was one way they assessed talent. At
one time of our history, certain areas of the brain were believed
to be better developed than others and certain talents were located
in those areas. Charts existed of a man's head where the artistic,
musical, and mechanical talents were located. All one had to do,
was study and measure the person's head and find where the bumps
were. Jf you knew what was under that bump, you would know what
talent he had. In Cleveland, about 15 years ago in the Yellow
Pages, under the Vocational Guidance Agencies, was listed an agency

which used phrenology as one of their techniques. This caused
great furor, of course, among vocational guidance people, so we




Campbell

at least got them out of the Yellow Pages. This was an idea that
was used at one time and was a part of early psychology and attempts
in philosophy to help us understand each other.

The science of physicgomy was another where the shape
of the body was an important indicator. At Western Reserve University,
we have scientists studying the man's body frame. They say that
they can predict whether a person is more apt to have a heart dif-
ficulty, or might be more athletic than others, etc. They do some
of this work at the Woerk Classification Center of the Cleveland
Area Heart Society. They are using man's appearance as part of
their study in evaluating heart cases.

You will remember that our forebears believed that long
hands and tapered fingers were likely to indicate an artistic or
musical ability. Ever today, we don't take stubby fingered people
who can't reach an oct:ve and try to make piano players from them.

Men began, in the early 1700's, to become concerned with
man's thinking process, and that is when the beginning of our pre-
diction of individual achievements began. People assess each other
all of the time wothout recourse to any scientific methods, "girl-
watching" falls into this catagory. Men have always sized up each
other and probably always will without worrying very much about
validity and reliability. But professionally speaking, this ob-
servation has been of a scientific nature for about 200 years.

In our special field, scientific observation has been used
for perhaps 30 or 4O years at the most. Professionally evaluation
is fascinating and challenging because our subjects are very in-
teresting people. But we play by certain rules which are designed
to make our observations more objective and useful.

It is natural that work evaluation holds so much fascin-
ation. What can really be more challenging or puzzling than a
gifted individual or a client for whom we seek to discover in all
the maze of his behavior, a key to unlock his closed personality?
What can really place more challenge on our banks of experience
than the limited person for whom we are secking an occupational
hope and a way out of his unproductive existence?

lyalter S. Neff in the March 1966, issue of the Persomnel
and Guidance Journal has an article which describes the different
approaches which I am going to discuss The approach that we use
in Cleveland is one that comes under the discussion in his article.
He lists several kinds of work evaluation and tells how they developed.

1Dr. Neff is a Professor of Psychology in the Graduate
School, New York University
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First of all, he talks about the "mental testing approach."
This morning in cur first lecture we heard that the mental testing
approach is uc2d as a part of the evaluation of clients at Johns-
town. Other approaches were, "job analysis approach,” "the work
sample approach,” and finally the "situational assessment approach."

Neff states that the mental testing approach found its
beginning in about 1900 in the work of Binet and Spearman. What
began as an effort to measure almost every conceivable kind of
achievement or ability and even man's ability to work. Mental
testing received it's strongest impetus in World War I. Psycho-
logists were attempted to screen individuals who were drafted and
at least in early days of testing tried to select the readers
from the non-readers, because they were finding that their usual
methods of selection, weren't working. They were getting large
"dropouts” from their training programs. The army often selected
people by lining them all up and then counting off. The 1l's become
cooks, and the 2' radio operators, and the 3's infantry men, and
so on. Well, this was alright in the old days but at the time of
World War 1, our first airplanes were beginning to be used, there
were trucks, early tanks, and we had a little simple radio set and
and a wireless telegraph, so it was becoming necessary to train
people in these things. We were drafting men from all over the
USA and many people did not have much education.

This means something to me because my dad had an exper-
ience with this kind of selection during the first World War. He
grew up in a little town in central Ohio and dropped out of school
sometime in grade school and became an employee of the local livery
stable. The livery stable was a place where you got your harness,
buggy, and wagons fixed. The steel was put back on the wheels and
there was a blacksmith's shop associated with this. If you have
never seen one of these, you've seen it pictured in the Western
movies, T'm sure. When automobiles first came into this community,
it was natural that they take them to the livery ztable, there wasn't
any other place. You were licky to get gas for your car without
vworrying about whether anybody covld fix it. So there were four
automobiles that came into this little country community, probably
a number of years after they were in other communities, and so dad
learned to fix automobiles, at least up to a point. One day a farmer,
who was a new owner of a car, was driving it into the barn and for-
got how to stop it and he yelled "Whoa" to the car but it continued
on through the barn until it larded in what you know is out behind
most barns. So he promptly gave up his driving career and sold the
car to dad who became one of the first young people in that com-
munity to own an automobile. In typical fashion he was drafted
and the Army put him in radio operators' training, not in what he

knew something about, although perhaps they didn‘t need any mechanics.
Some of you who were eating Army food as late as the Korean War
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may wonder if they still aren't using the same kinds of techniques
of selection. After World War II, psychologists were still de-
signing ways to select Army cooks.

Now, the advantage to the mental testing approach in
assessing people is that it is quick and easy to administer, it is
jnexpensive to use, and it is objective and reliable under optimum
conditions. However, we found that psychological tests, even
though they have good reliability sometimes don't have much predic-
tive value. Sometimes we don't know much either about the content
of the jobs that we are suggesting that some people perform.

One of the main problems ( there was a question earlier
about the General Aptitude Test Battery and whether it was used
with everybody and what their experiences were) is that it is
designed for specific populations who are able to produce in a quick,
effective, organized, and efficient way. To do this, one has to
be fairly secure and not be disturbed by inner or outer stimulij.
One has to organize his thought effectively and put them down very
quickly in a very specific way. Considering this, we can see why
the psychometric approach is not one of the best ones nor is it
appropriate for some of our work evalues who are immature or cul-
turally deprived. Some have severe personality problems and the
other problems which bar their accurate response.

All too often, back in the past we had to use only tests,
and vocational counseling interviews to assess people. Half of
our case lc_d we had to write off because their profile on the test
was low. We wished there were some better way to evaluate, but
there wasn't any place to send people. Testing wasn't a satisfac-
tory approach and it didn't meet all of the needs. We still use
it today as a part of our total evaluation.

During this same period, Neff states, another approach
developed. This was called the "job analysis approach." This
wasn't centered in the university but in industry. "Job analysis"
was developed in industry, and as the title implies it focused
on the job to be done. It didn't emphasize the characteristics
of the work, just the content of the job. Neff says that this
calls attention to the job or its tasks was one of the main vir-
tues of this approach. One of the criticisms of vocational coun-
selors has been, is that we don't know much about actual work or
the actual nature of work. We may be recommending jobs to coun-
selors as evaluators which really aren't realistic. We have an
academic understanding of this, but we don't really know what the
job is. We have little preparation for knowing whether aptitudes
actually fit certain job demands.

You remember the story "Cheaper by the Dozen" and
Gilbreth who was the engineer who had his family programmed even
down to the last moment.
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No thought is given in this approach to the individual
performing the work. In fact, the person is considered almost a
part of the machine and maybe its weakest part. The efficiency of
the worker was raised by cutting down all of his extraneous move-
ments. They ignored the fact that a worker was really a socia.
being and enjoyed being with other people. This method contributes
to the evaluation scene, however, by helping us understand what
is involved in tasks which we may be recommending to many of our
clients. This job analysis approach has added an important con-
tribution to the rehabilitation field, and that is that it has
frequently stressed redesigning the machine or the job for the
employee. The problem with the job aralysis approach for the
handicapped, is that all of the focus is on the job itself. Fre-
quently, enough emphasis is not put upon the individual and this
philosophy has not advanced too far in the rehabilitation field.

The next technique he mentions is the "work sample."
The "w- 'k sample approach” to evaluation is one in which our agency
in Cleveland has been particularly active. Neff points out that
this is a post World War II phenomenon. This was an effort to
put together the virtues of the psychometric test and the job
analysis approach. From the psychometric testing approach, the
work evaluator took over the ideas of standardization and statis-
tical rigor. From the job analysis approach, the work samples were
and effort to evaluate the client by observing him actually at
work. Early apprentices were tested in this same way. One
began an apprenticeship and if he did well for a period of time he
could continue.

What is a work sample? It is a sample of work. On the
VGRS evaluation floor we have set up the operation of a rocker-
arm assembly, which would normally fit on the top of a Ford engine.
The job is set up in our small work evaluation department much as ;
it would be in the Ford engine plant where they make about three
to four thousand engines a day. The client is asked to assemble
47 rocker-arm assemblies. Neff says that the work sample is a
mock-up or a clo>se simulation of the exact industrial operation,
being very similar to the kind of work the employee might be ex-
pected to perform on the job. Neff states that the developer of
a set of work samples must start, therefore, with a detailed job
analysis of the kind of industrial operation that he wished to
predict. Then he must take the job from the shop or the company
into the laboratory, which is the work evaluation department. Then
after standardizing it and developing the suitable criteria for
speed and quality, assembling the tools necessary, then derive a
method of making observation of the client's work behavior in pro-
duction. Ideally, then, the work evaluation department must rum
a mumber of people through this; then get some kind of standards
and norms. In some work evaluation departments, this is done.
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But the main difficulty comes in doing a follow-up study to deter-
mine what the accuracy of the prediction has been, or to bring
about other statistical treatments of what has been done to see
whether it is really valid. Frequently, standarization and val-
idation is neglected and work evaluators assume that their pre-
diction has been correct. This is where the work sample approach
comes under the most severe criticism. All of us run into this
criticism. Particularly from researchers and our own research
departments.

In the early days of the work sample approach, and in
some areas today, much energy is spent in trying to develop what
we have called in the past "actual work samples" or the exact
replica of the job and the work process from industries within
the specific communities. I heard our first speaker this morning
talk about how impossible it would be to bring in actual work sam-
ples from all the communities from which these clients come. Of
course, it would be! Of course, one can never exactly duplicate
the job. If in Johnstown, you went down into your industrial area
and you picked out exact jobs and put them in this setting, it
still isn't the exact job. Again we can use on ourselves the same
criticism that was used on the job analysis approach. Workers are
a part of a working social family and the social experience, the
heat, the noise, the motivation, and wages vary so conslderably
in our shops that there is little comparison between them and in-
dustry. We are really not measuring the actmal job but it took
us a long time to come to that realization.

We have ended up with a series of work like tasks.
They are work samples, work tasks, or job samples. They are
useful as long as we don't delude ourselves into thinking that
they are actual work. If a number of assembly jobs exist in
your community that might be suitable for your client, then you
would perhaps want to go out and get a number of assembly tasks,
but not, of course, duplicating every assembly job in the community.
If a number of clerical positions are available in your community,
then you would get into a number of clerical operations.

Another problem with trying to reproduce the actual job,
we have learned, is that jobs, of course, are changing very rap-
idly. The climate of jobs in which we all live is changing very
rapidly and we could never really keep up. The point I am trying
to make is to get away from thinking about the actual job sample
and think just about work sample.

Neff has asid that he questions whether in our work
sample approach, if we are predicting actual job performance or
predicting the client's ability to learn something in a training
situation? Our answer to this is that we are not predicting actual
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job performance but predict whether we think he is employable,
whether he is trainable, whether he shows he shows he is sheltered
or diversional shop material or not employable at all. We think
we can do this. We do predict his ability to learn something in
answer to Neff's question - in a training course, in work adjust-
ment, or in other skilled training, or classes in our community.
We observe, for example, in doing work samples how he follows
directions, how rapidly he learns, his concentration, his accuracy,
craftsmanship, and so on.

The "TOWER system," as many of you know, was developed
by the Institute of the Crippled and Disabled in New York City
and was certainly one of the earliest and the finest efforts in
the job sample technique. These attempted to replicate the exact
work in the New York community and they tried, for this, to pre-
dict trainability and employability in these jobs in the community.
The "TOWER system," and some of the criticism that we have had
for the "general work sample approach" have also been applicable
to the "TOWER system" as we bring it away from its setting and
try to put into our own community. The TOWER people rightly ad-
vise all to standardize these jobs on local populations and com-
minities. Some of us have not learned to do this and have used
the "TOWER system" to later find that it doesn't predict well.
We use certain aspects of the "TOWER system" just as you do here
at Johnstown.

In our experience, the strongest support for the work
sample method is that it's about as close to the reality of work
as we can get within the rehabilitation center, except for actually
putting clients to work, in the center. But if we are in a hos-
pital or the laboratory or the rehabilitation center, the work
sample is just about as close as we are going to get. It gives
the evaluator an unexcelled opportunity to observe production, be-
havior and work attitude, sometimes for a long period of time.

It was with interest this morning that I listened to
the plan to collapse the evaluation into a short two or three
day effort. We tried this by pressing, working and siructuring
evaluators. We weére able to get our work evaluation down to nine
days. We started out originally with an eight week's evaluation
and then this time diminished to six weeks, four weeks, two weeks,
and eventually down to nine days. Since that time, we have become
unsatisfied with the short evaluation and have expanded again.
Now we have a much longer period of time for client work evaluation.
Clients need a week to get settled in and to relax to show that
they really can produce. No attempt is made to evaluate until
they can be part of the scenery and part of the group. This brings
out the point that the job sample approach allows the client to
dissapate a lot of his anxiety and concern so that he can perform
his work more suitably and give a better account of himself. One
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of the prime faults of the mental testing approach was that it was
a "one-shot" assessment. With the job sample approach, you can
give job samples a number of times to watch the change in the per-
son's behavior which is one of the significant things for which we
are watching. The work sample approach allows for several trials
under controlled conditions where the client can be observed of
settings. The client is in the department for extended periods

of time and this allows him to develop a rapport or relationship
with the evaluators so he can produce with help and support some-
what near the level of his actual potential. We can observe, too,
his speed, rate or learning, accuracy, craftsmanship, and relation-
ships, and so on.

Neff criticizes the reliability and validity of the work
sample approach and cites one of the major problems as the obsol-
ence of the work task. We know they become obsolete and that they
are very difficult to validate. The criticism is a just one, but
this doesn't mean that we throw them out. We have done a recent
study of 207 cases where our evaluators predicted, on the basis of
the "total experience" not Just the individual work sample, the
outcome of this person in the employment market. Interestingly,
they were accurate in predicting employability 7h# of the time.

We use the total experience, the conference, etc to predict whether
he is employable, whether he has sheltered employment potential,
and whether work adjustment training will be successful. That

is one of our first efforts to study the global process in devel-
oping what we are doing. The validity score, is satisfactory

when comparing it with some of our psychological tests.

The fourth and last approach is the "situational
approach,” as Neff calls it. It originated not much earlier than
the middle 1950's. It is simialr to the work sample approach in
that it attempts to duplicate actual work. _I think my first con-
tact with this was with Dr. William Gellmanl of the Jewish Voca-
tional Service in Chicago. We used to have much discussion about
this back in the days when we had our VRA grant to develop a work
sample approach. He had as part of his work adjustment prototype
project a two week evaluation process. He evaluated clients in
the work situation at the contract work bench. His position was
that we didn't need work samples. We were committed for five years
to develop the work sample approach by the VRA. We knew that
mactual work" was a good way to evaluate people but this devel-
opment came later for us.

Neff alleges that the situational approach asks a prior
set of questions, and I am saying that it does, but so does the

1 Dr. Willaim Gellman is Executive Director of the Jewish
Vocational Service.
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work sample approach. He says that the situational approach asks,
"Can the client work at all?" "Can he conform to customary work
rules?" "Will he take supervision?" "Can he get along with other
people?" "Is he flexible?" "Can he put in eight hours a day?"
"Does he produce rapidly?" and so on. His contention is that the
work sample approach emphasizes skill potential and the situational
approach focuses on general work personality. I think this is an
artiricial distinction. Both focus on these. It may be true in
his experience, but certainly it is not the situation as I see it.
The work sample approach also asks the same questions.

Our work evaluation department was developed ten or
twelve years ago, but now this in mid-1960's VGRS work evaluation
is a combination of the work sample and the situational approaches.
We have tried to put together the technique that have been found
most useful from both approaches. Psychological tests have been
added as well as medical evaluation.

The work eample approach itself is slanted in the di-
rection of a general evaluation, as I see it now. The situational
approach focuses more on the clients performance and study of him
as a worker doing actual contract work. When we put these two
things together, some of the problems of the work sample approach
are eliminated. The work that the client does is real and there
are deadlines and quality and production standards which are all
real. He may see the work that he has done this morning go out
on a truck this afternoon and realize for the first time that he
has produced something worthwhile. On the other hand, all clients
are not really ready to go into production situations and need
much individual attention.

T

We use the work samples with a number of our clients
before putting them on real production. Real production belongs
to somebody and has real value. If you have a retarded young per-
son and don't know whether he can cound twenty-five pieces in a
bag, you better find out before you let him to do it for an hour.
This is where the work sample comes in handy, in learning a great
deal about the client and getting him settled into the situation
before you turn him loose on real work. The situation always has
to be an individualized. Another reason we added the situational
to our work sample situation was that occassionally pcople digd
not do well on the work sample approach as in psvchological testing.
We were about to write them off and so fortuitoucly Ffound he pro-
duced better on real work than we could have predicted. We
learned that we should try real work with everybody. In some sit-
uations start him on real work first because the work sample ap-
proach can be threatening. In our early work evaluation depart-
ment we maintained an air-conditioned, quiet, nicely painted, cor-
rectly arranged clinical atmosphere. It was not near the rest of
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the agency and the only time the client approached a real worker
was if he made a mistake and turned in the wrong direction, or we
happened to take him through the shop because we thought we might
want to go to work adjustment. Later the work evaluation depart-
ment moved near the end of the shop floor where the client could
see the work ahead was noisy, dirty, and pressured. We did this
wondering about the drop-out rate and found that it actually de-
creased. In fact, the drop-out rate among work evaluators has
even improved because they were less isolated.

Neff indicated that one criticism of the situational
approach is that usually the rehabilitator has a small variety
of work which the client can do. For this reason, he can‘t dup-
licate in his little workshop all the other jobs that exist in
the community. This is the same problem we have with the work
sample approach. He can't duplicate the levels of skill which
exist in the community. The professional evaluator's answer to
this is that any kind of work is satisfactory so long as it gives
the evaluator an opportunity to assess the client by observation.
This is a weak argument, of course, but it still is an argument.
I think the stronger point is the fact that most clients who are
referred for evaluation service in a community vocationally oriented
rehabilitation center, in our experiences, are virtually unemploy-
able to begin with and come from a limited educational, cultural,
and experiential background. Most of these clients by necessity
will need to begin at the low level beginning classification of
jobs. Very few of our people in the community centers have the
skills and the potential that your clients have here. The work
evaluation and the situational setting matches closely the duties
and the tasks which will be required of him in his beginning job.
In this sense it replicates the work to be done in a fairly ac-
curate way. If you think back to your early first job, most of
you, will realize that it required very little skill. One of my
first jobs was sorting rotten potatoes from the good potatoes in
the back room of an A & P store, and this didn't require any
fancy evaluation or a great variety of tasks to know whether I
could do this in the 93 degree heat. Most of us begin simply in
the job market, unless we have advanced job training and education.

This final project report, now out of print, outlined
how a person could begin a work evaluation department, in his own
agency. The report outlined the floor plan of the work evaluation
department, the means by which job assignments were made and direc-
tions for timing and scoring task selection sheets, work evalua-
tion interview forms, report forms, and so on. Guidance in writing
reports and conducting conferences of the work evaluation type
were also included.

The preliminary report concerned the "how-to-do-it-cook-
book" material and the final report contained it in some validation
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studies which were disappointing. We did take a number of our job
samples and compared them with performance on tasks and analyze
them in the same way that the U.S. Employment Service studied
workers traits in some of their L,000 jobs. We tried to show how
some of our tasks related to those traits so that if we could
discover these traits in our people, we might be able to match
them with the traits listed in the Worker-Traits Manual. We also
followed up on 192 cases randomly selected out of 1,000 cases that
we have studied in five years and followed them up to see what had
happened to them to try to establish validity. We have found at
this stage of development, that we must use the total experience
to predict what is coming for the client.

Our young field of work evaluation faces the same pro-
blem that vocational counseling and psychotherapy faced some years
ago. We are trying to move from an art to a reasonable facsimilé
of a science and I am not sure we are going to make it. It may
always be an art; we don't know. Clients are being appraised in
work evaluation departments through the country by rule-of-thumb
methods; the value of which often depends upon the clinical com=-
petance and sometimes the scientific competance of the individual
work evaluator. There is not a full-fledzed standardized training
program, at this point comparable to that offered clinically and
psychologically by counselors, or vocational rehabilitation coun-
selors in which accepted skills and competencies in training indi-
viduals are transmitted to students. In a short time the first
graduate school for work evaluators will start at Stout State
University in Menominie, Wisconsin.

Now we can only guess what kinds of individuals using
what methods based on what theories are carrying on work evalua-
tion. In such an unstructured situation we can expect performances
in our work evaluation departments ranging from inspired intuitive
judgment, through intellectually barren mechanistic rituals. As
with other professions concerned with appraising human ability,
jncreased professionalism will emerge and that is one of the reasons
for our meeting here. We have the rudimentary application of
scientific principles in the field and we have begun to organize
a body of technical knowledge to which the evaluator may turn for
orientation and assistance.

Someone asked here this morning about who should do work
evaluation or who is doing it. Auburn University plans to train
work evaluators in a number of shops around the country without
benefit of degree. They found people doing evaluations who had
not finished high school. A number of evaluators had a few courses
in college and other had their college diplomas.
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QUESTIONS AND ANSWERS

QUESTION: The Peter Pauhle study: Did he have a standardization
sample?

ANSWER: He used the same approach. He had an industrial engineer
study each motion and fragment of motion that was involved in the
assembly task that he had. They totaled all these times to get
what the industrial standard was for that particular job, even
though that job might not exist in industry. An industrial en-
gineer can tell us what the normal worker time requirement would
be. What he did was to get the standard and compare his patient
or client with that standard to see whether he made it and at
what level of efficiency was he working.

QUESTION: But as I visualize our society today and probably more
so in the future, it is not so much the physical movement that is
going to be important. It is going to be more the application of
education to work. I do not see that this is going to be too much
of a benefit to study physical movement when education is & work
factor.

ANSWER: Well, if you are saying by that that you think that the
personality factors or the attitudinal factors or that the social
factors of work are more important than the hardware, I would agree.
QUESTION: Personality and education both? I don't think we can
measure this by wiring a person up and .:..

ANSWER: No, he didn't attempt to. He attempted to measure per-
sonality factors in other parts of his experiment where he was
testing the frustration and reaction, the heartbeat, the psycho-
galvanic skin response, and & lot of other things in relation to
how he responded under stress and how quickly he would adjust to
those things. For me, most of what we get in our evaluation, the
more important part of it, is what we label "work attitude.” We
have two main categories: work performance {which we describe

his performance in assembling, sorting, and clerical kinds of
tazks) and behavior and work attitudes. These are two main parts
to the report. We do not repeat all the medical and psychological
information in the report.

QUESTION: - I think that repetition is good if you put it into
functional terms. I don't think you need to repeat everything
from the medical report.

ANSWER: We would certainly have to congider the medical, psycho-
logical, school, and work reports, but the report doesn't need to
include them. Another major problem is the work evaluator's ability
to mobilize to write. It is a difficult thing to get people to
commit themselves on paper. Evaluators will do it in conference;
they will talk very freely about what they think about & plan and
what they guess will turn out. But when they go back to their
office with the dictaphone,it is awfully hard to get it out.
QUESTION: Did Pauhle's work try to find out what people with very
severe limitations in their hands could do by analyzing the job
and what was required.
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A Sde.: T ocan't answer your guestione I knouw that he was in &
setting in whizh there was sexerely physically dwuu)leﬂ peovle.,
WESTL).: Whab was the conclusinn regarding the ellectiveness oJ
this nethod lor piredicting fubure success?
A DBWER: Peter Pauhle, like all researchers, said that more needed
tn be done. e said that a whole new sevies of experiments could
ve carried cut and that some of us should pick up on these.
WeoTIdr: Did he consider his experiment successiul?
4.04E2: Yes. As a demonstration of research Jor another way to
eva-aate people. lie was critical of our primitive metnods. This
was e sclentific, exact and objective way to evaluate its believed,
QU:?CLV4: Jon't Jou think we rely too mmch on industrial samples?

My nog ucrvice rea sanples?
A'”uun. have evaluees assigned. to the service department, main-
tenance depa: tment, and by that we mean cléaning, waxing and the
like. We have them on tne u“iﬁDlng dock. Some people may need
this experience and we want o see how they can handle themselves.
Sure, you can do this and you should make use oi every facility
and capacity you have in your center to evaluate people.
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THE DECCRIPTION OF [ CHRILTFREL ""ORKTHOP IN VIR! AT
“THICH PERFORMT UNUSUAL AND PROGRECSIVE CONTRACT CERVICED

Richard Hill

fcting Director, The Vermont Rehatilit2tion Division

Then Kerl Egerman first called me to tall: to you atout our shop, and
ticularly after he told me thc topic of the seminar, ' Some Recent Advances
Rezearch in Vocetional Evaluation, I thought to myself "he really cannot
serious.” But, I guesc, it can be true, because *his operation wnich I am
ut to desciibe, I suppose, had as little advance resecarch as any oroject
ch I now of. ie have not attempted any rrsearch since we are really not
¢ how auch of an advance it is. Primarilv, this fzeility is what we ccn-
¢r to bc an efficient contract .nop, an efficiently operatec busincss
ration vhere evaluation is limited to very narrow, specific goals. I
nk the one thing i protably does co fairily well is to compromise the
ssic shor conflict between production in a conZract shor and the cvalua-
n process that is going on there. Thoss of you vho may have had anything
ds with cheliered worlishops vhere industrial subcontracts arc carriec on
Either yvour demanés for production are so grcat that
ate job of evaliuation or, if you concentratc on evalu-
I think wec havc donc this

w of this conflict.
y 2aanot do an adcqu
on, your contract comzitrents are not met.

rl: well,

The shop actually came about back ia June of 106k. The State of
—~on: at that timc was operating a dermonstration rroject in the city of

a srmall milltown, with a very large woolen nill operation. There

| develored traditional patter:s of low income croups in the town, patterns
weif2re dependency, and when the mills suddenly shut down in 1972, it left

. towvn devasiated. £ very high number of wclfare cases developed out of this
tuation. The Rehabilitation Division had a very tough time gettiing these
sple hacl: to work sO a selected cemonstration projiect was started to deal with

~ =ituction. Now one of the problems of worring with these people was that at

v point in tae rehabilitation process the counsclor had very limited knowl-
cc, or no know.edge at all, of the potentials of the people he was wvorking
ty. He knew that they had developed some very undesirable dependency pat-

they, bty and large, had low motivation or no motivation at all: and soO
comrletce unknovns for rlacement.

"if we only had a shop where we
we would know at least this much

100ski,

rns;
r as the counselor was concerned, they were

¢ project director nentioned tc¢ me one day,
uw.z expose these people to a work situation,
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about them: can they operate in a paid work setting and how do
they operate? How do they interact with people in the shop"?
They had at tae end of their second project year some extra funds
left over, ensugh tc rent a building and that is about all.
Technically, this is how the industrial workshop began.

Going back a little bit, at that particular moment of
time, I was connected with ihe industrial homework office in Vermont
which is a work program for the severely disabled, who are home-
bound either because of their disability or their geographical iso-
lation or both. Over a period of ten years we had developed a
rather workable program. We had a variety of sub-contract opera-
tions. We had some temporary personnel that we could detach from
our program and loan to the shop. We had transportation facilities;
we had a few trucks; we had an established payroll system and had
a certain amount of knowhow. So with this in mind, we simply
took what money they had for the purpose, we rented a building, we
bought some work tables, and we took over a couple of industrial
sub-contracts that were not particularly good for homework be-
cause they really required that you set them up on a production
line basis. This cannot be done in a homework setting because each
person must work in isolation. We brought these jobs into the shop
and brought in four clients from the demonstration project and we
were in business. So you can see what kind of planning went into
this thing. The purpose of the shop at that time was simply to
expose the client to an actual paid work experience and drew some
very rudimentary conclusions from this, and at the same time hope-
fully build motivation for work. This was done at the same time
as the welfare payments were being phased out. We hoped that we
could interest them in the job that they were doing so the welfare
payments could be dropped altogether. Our very first job was a
machine stitching operation where we stitched little pieces of
pre-cut cloth onto a cardboard header to be used as a pocket hand-
kerchief. You have probably seen dry-cleaners use these as adver-
tising gimmicks. We had four people at sewing machines, one doing
folding, the other doing the machine stitching, and the other pack-
ing. This is where we started. All the work at that time was on
piece rates. People earned exactly what they produced and our
wage scale was very low; the shop average was about $15 a week.
Some people earned as low as $10 some earning as high as $40 per
week.

In January of 1965, we had what amounted to be a cat-
astrophic change. We had been working with the International
Business Machine Corporation for several years in our homework
program doing some very low level salvage jobs. I approached them
and asked them if they could not use our shop which was only a
few miles from their manufacturing plant. They sent a survey team
down, and in January of 1965, they gave us a job of salvaging
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transistors. This employed abcut 2C-25 worker3. I want voo t:
see what kind of work these people have formed.l

This is the transistor that they worked on. 1:u¢
bably cannot see it because it is so smell. I can show yﬂ, AT
blown-up versions of the same component. This is the tranai=r
I'm talking about. You can see the relative size of {¢t. Ztme :f
these transistors have been manufactured by IBM, cthers have tess.
purchased by them and they were mounted on a circuit bo-r3. Th-
entire circuit board had either failed during their inspecticn
process or else it had actually been instelled in a dsata pirc-e::1 <y
machine and later had failed. Rcther than iry to €ind the ind: 3 -]
component that was damaged, they pull the whole circuwit bo.rd ou-
and strip the compcnents from them. And there is the little tp: -
sistor I just showed you. Now when those are put on the tcacd
those threce 1ittle leads have to be clipped over backwaris sc that
they can be scldered on the back. When we got them, by tre miliian:
incidentally, they were bent, after being pulled out of the cir-
cuit board and we had to straighten the leads and bring tham up
to a vertical position and then inspect for about fourteer. g:ffer-
ent defects. This one here, for instance, has the edge arcund
the can bent. This one with the tab on the side has a very amall
scratch on it. Incidentally, these all have to be worked cn
under an illvminated magnifier, obviously because they are =o “rerv
small. This one has the lead bent as I described to you befcre,

The component has to be thrown away if the lead is bent more th::
ten degrees in reference toc the base. If lesa than ten dezree-~,

it can be straightened with a peir of small pliers, 2nd tecu:nd

back into a vertical position. Some of these componentz havs
scratches on the side of the can. These are hardly viajbiec +; *“%
human eye without magnification. The insulator which 23 made 5

glass and located on the bottom has to be inspected for Pr7tk: or

for cracks around the insulator itself. The leads th=rzz2ive: may
have scratches or dents on them that have to be inspe-ied. Ths=
workers also look for scratches on the side of the car. Or. ke |
top of this is a serial number -- a three digit serisl namter.

These transistors, after they have been worked on, have to be gortcn

according to this serial or part number. The part number :ar-ot

be obwcus’.  If you cennot read it then the ccmpenent has to be |
thrown away. There are probably fifty different series oI these j
things and all that have to be separated and returned ty part nu~e |
ber. Here is another picture of the serial number on thre t.p ~f |
this thing. It is almost impossible to see withcut consideracie
magnification.

Ca ¥t

-m

'al

1Mr. Hill demonstrated the transistor circuittoard i
be explained.




Hill

This is the kind of job we got. This job allowed us for
the very first time to establish a minimum wage in the shp of a
$1.25 an hour and we have continued to do this ever since. The pay
rate in the shop is based on productivity but is converted to an
hourly wage and it goes no lower than a $1.25 an hour. After
February 1 it will go to a $1.42 an hour. Traditionally it has
gone to a maximum of $2 an hour and probably will go to about $2.20-
$2.30 an hour in the future. What we are doing you see, is bringing
people in on a job which they may or may not be suited for, it is
just simply to expose them to this work situation and move them
around the shop doing the various operations we have to offer them.

The next job that we got was one that involved an advance
in solid state circuitry with IBM. Essentially it irvolved con-
densing this old circuit board to this miniture size. It is a
little ceramic wafer, which has the transistors and resistors you
see here - all printed on the ceramic wafer. These we had to hand
load and then inspect visually for leads that were missing on the
bottom of the ceramic chip and for the little solder tracings that
might have broken or had not been correctly applied. This partic-
ular job required an additional 25 or 30 people. This raised total
shop employment to some 50 workers.

In January of 1966 IBM came around again with another
inspection operation which meant we had to hire an additional eight
people. To make better use of the very expensive equipment which
they loaned us, we had to go into a two-shift operation and use
this equipment 16 hours a day instead of eight hours a day. So
Wwe now had a shift coming in to work nights. This brings us up
almost to the present time where we have approximately 70-85 people
working in this shop in any given payroll period. This latest job,
incidentally, was, I think, one that Dr. Egerman was particularly
interested in because the component was so small you could hardly
see it at all. It was a little chip, actually an entire printed
circuit, about the size of the end of a sharpened lead pencil.
These were all glued, in the manufacturing process, to 2 disc
about two inches in diameter. There were about 1,500 chips on each
disc. In order to inspect them they had to be put under a hundred
power binocular microscope so they could be picked off and inspected
with ease. About 1lii different inspection operations were performed
on the component.

The complexity of the shop and the volume of business we
had gotten intoc necessitated that we divorce the shop from our in-
dustrial homework office and set up its own administrative structure.
The unique feature of the shop from a business standpoint is that
our legislative emergency board, in its generosity and wisdom, told
us that we could keep the shop going after initial grant funds were
exhausted only if we could make it self-supporting. They would
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approve staff positions, but only if we could pay for these znd all cperating
costs from our contract income. To datc we have Leen oble to do it, Lut you

can sce ihis imposes sore scverc liritations on what we are a2ble to offer in

the way of evaluation services. This led to our decicion to 1lirit ur cvalu-
ation services to on-:the-job evaluation only.

Now let me read to vou the factorc we take into consicderation in thce
evaluation process and Ly the naturc of these things, il involwve: “he councelor
at any given veriod of time. First of all, we asi our chop personnel to ~val-
uvate clients on their punctuality on the job and their abuse of break privi-
legcs. Do they follow instructions? Do they accent corrections from shorn
floor peorlic? Do thcy concentrate on the job on vhich they arc placcd at a
riven time, and if the jobs performed provide a fair opnortunity for observa-
tion, corment cn the following things. You cee, it mav or ray not be zn opera-
tion that would yield any useful irformation on tnc following factors: Do they
deronstrate time and motion economy? Do they have the ability to organize
their worl., if organization is called for in this type of work? Do they have
foresight in anticipating problems that they are going to have? Do they show
initiative on the job? Can thcy nandle their tools? Can they plan their work
in such a way that the work flows along smoothly? /nd, are thcy dependent on
others in the shop, either shop personnel or co-workers who are working next
to them? We asked shop personnel to make an evaluation of their nroduction
rate. Production rate here, the norm, would be what IBM itself has established
as a production norm on this given job. 0ddly enough, we havc found Shat about
50 per cent of the clients in the shop, brought in without any knowledge or skill,
and »put on jots that may or may not be = good job for them, have shown that they
can produce anywhere from 50 to 100 per cent over the IBM norm ccsteblished for
this job. This wouid meke an interesting rescarch project for someonne, but at
present we cannot account for this. ile acked shop personncl to evaluatc them
on the quality of the work they do and again, thls is actually part of I&M's
production process, so you can imagine the quality control is very. very
stringent. They send quality control tecams down at least twice a veek to pgo
over every operation in the shop to see how wc are doing it and every single
1ot of work that is returned is subject to their very stringent quelity control
standards.

We asked shop personnel to evaluate them on their attitude toward the staff,
on their relationship to fellow workers. And this is a real proolem. Evaluation is
just simrly how they get along with them, how they relate with them, can they work with
a certain group of people without getting in trouble. Then they manipulate the workers
a little bit; move them into another group over a period of time to sce how this works
out. How is the client making use of this opportunity in the shop? Is it some-
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thing he is doing simply because his counselor has asked him to do
i4? After he gets there, ofter he gets used to the patiern, is he
beginning to take an interest in it and trying to do a good job?
Should the client contimie? If so, how long should he continue?
What limiting factors have become evident while he is there, either
from the disability or from other causes? If the shop floor people
are asked, they make a judgement concerning a client on a given

job and whether his disability is affecting it or any other cause
that can be affecting it. What observations from actual shop opera-
tions (and we underline actual shop operations), will be helpful

to the counselor and client in selecting a goal for training or
placement? You see we structured this question in such a way that
we are trying to avoid personnel making any predictions about what
this client can do. With such a rudimentary evaluation process

it would be inappropriate for them to do any predicting. Wo what
we are asking them to do is to observe them on an actual shop job
and then on the basis of this, what information would be helpful

to the counselor and the client in selecting a goal for training

or placement. Then, if the client's stay at the shop is terminated,
give the reasons and the present situation and then additional

remarks.

One of the things we have been able to do at this shop
by conducting a well run business and by careful, detailed and high

' quality work is to develop an excellent experience rating working

with the International Business Machine Corporation. As IBM phases
these operations out, because of the changing state of the art in
electronic circuitry, and get into more complex jobs, the Industrial
Workshop is always in a position to accept the newer, more complex
operations that they are developing. IBM knows that in the past

we have been doing a good job for them. This also has enabled us
to ask and obtain better prices on our product. This has led to
constant high-level maintenance of our contracts with them and has
allowed us to employ almost as many people at any time as the coun-
selors want to send tc us. As a matter of fact, we have so much
work at the present time that we cannot take care of it ond we are
establishing satellite operations of this shop in other sections

of the state. We started one at the Waterbury State Hospital where
mental patients are going through our rehabilitation program there.
They are being exposed to this kind of on the job experience. The
number of given people at any one time runs from 75 to 90. These
people are earning about $15,000 a month. Our markups are more
than sufficient to run the entire shop operation. Our total gross
business is running about a quarter of a million dollars a year.
This has been in just about a two-year period of time.

Now we have two directions that we can go in right now.
We can either extend this same concept to satellite operations in
other parts of the state or we can apply the earnings of the shop
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dep-h. We have not quite decided

what to dc. Cur immediate impression is that we wilil try this con-
cept in other areas cf the state wnd this way not have tc get into
the very high costs cf professionci perscrnel in a sophisticated
evaluation progran. The =tr?f are non-trainzd, the shop manager
himself has business experience, cbsolutely nc experience in re=-
habilitation and ncne whatsoever in evaluetacn. So he is evaluating
these people about the same as an empleyer would on a typical
factory benchwork job using this as a guide. But we are not ask-

ing him to evalunte factors that he is not jueiified to evaluate.

to develop what ws have in mo

All of our clientz come from tte Divisicn of Vocational
Rehabilitation or frown the Blind Service Division. Now it does
not. seem on the face of it that any of these jobs couvlc be done
by the blind. This in a2 sense is true. There are some people
from the Blind Service Divisicn who have hacd surgery or have
just had recent cataract surgery with recovering vision and could
do a limited amount of work with tnese transi:tors after they have
been inspected. “or initirce, ench re uorad tr nifzsor Bs to
he marked with a little grecn magic merkar to chow that it is a
reclaimed part. This is something a person with very littie
vision can do. All they have to do is pick it up 2nd mark it
across the top with the green marker. Vecational Rehabilitation
sends people with ail kinds of disabilities, orthopedic handicaps,
respiratory iliness, and cardiacs. We have a considerable number
of mentally ill from cor rehabiiivation house program in Burlington,
Montpelier. We are getting an increasing number of restarded who
are sent to the shor simpiy tc try¥ them out in the work setting.
They may or may not nave had very highly devel.oped rehabilitation
services in the pas®, but they are sent for this purpose.

The reason we resirict intake to the Vocaticnal Rehab-
ilitation Agency iz that the shop does not provide any supperuing
services itself. We want to mzke sure, first of all, that these
people do have a qualifying Jisability and secondly, that the
shop experience, no matter vhere it occurs in the rehab process,
is part of the rehabilitation plan. 3o you see, the counselor
then becomes an important part of the overall eveluation process.
He knows what the shop has to offer. He knows the limitations of
shop evaluators and he himself then vecomes in a sense a part of
the evaluation teem. UYe does this by getting thesz reriodic re-
ports. They are cent tc hiu monthly. He ccomes into the shop at
intervels and sits down with tne shop menrzer and shop floor people
and with his skill #nd knrowledze can deternine whether or not his
client is benefitiinz from the snhop progranm,. One of the big pro-
tlens we have atv the sanop, and it mey be a very undesirable sec-
ondary dependency traits. We have not had the success we hoped
in moving the:se people nut oi' the transitional employment of the
shop into work experiences in the area. The couns2lers tend to
get a client in the shop «nc bece se they =re being paid a good
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uage, lenve them rnd forget absut them. They m~y not try to move

thert alenz for further eveolvuation or training, or actu2lly into

jcb placement. Tor some people it tecomes very obvious 2fter having
worked with them for 2 long time that they will hrve to be closed

in an extended shop setting. They well probzbly be permanent sheltered
workshop employees. We z2re *rying tc hold this number down to =

very small percentage. I think that is about all I have to offer

and would welcome questions as a means of amplifying our program.

R RN

QUESTIONS AND ANSWERS
EGERMAN: The question that I am going to ask, is thot I wondered,
is a particular 3kill which these people have that I have not seen
elsewhere in eny of the workshops that I have previously visited,
and that is the capacity to perform highiy sophisticated monitoring?
Perhaps some of you who have had some more specific experience in
the work evaluation programs, could answer. Are you aware of tasks
that require only monitoring behaviors? The reason I bring this 5
up is that, of course, monitoring bshavior is an entire field of
psycholocgical perception in itself. When I was with an industrial
research company, one of our projects was to find cut why certain
people are making errors on the large atomic reictor where they
might have caused what is called a "critical incident" which can
be anything from not noticing that a hot water pipe had burst to
one where the whole thing just goes up and there is no one left
around to tell you what had happened. If you have never had an
opportunity to visit one of these installations, there are about
70 dials and moybe about 20 meters and maybe iiuout four records
from an elaborate recorder that the monitor is expected to watch.
What this job entails is just sitting there and periodically scan-
ning all of these dials. It is very much like an airplane pilor.
Once he zets the plane vp in the air and sets it for automatic
pilot, he just sits back and rests and relaxes. 3ut really that
is not the end of it because all ~f these diols hnve to monitored
periodically and there are certain kinds of peovle sop2rently who
are better monitors -- who are willing just to sit back and mon-
itor; they do not have to act. This 2nalogy, of course, is quite
similar to people I have observed in your shop, where regardless
ol the severity of the physical disability, I am not sure I could
say that with respect to the severity of the mental or emotional
disability, but I seem to feel that there is a whold new avenue to
a whold new approach to seaquence of jobs to people who are in a
woerkshop situation could undertake, and this is the quality control
type of cperation monitoring. When I saw this operaticn, a fellow
was sitting at a binccular microscope and did ncthing tut let these
little wafers pass underneath the micrcscope each time, hour after
hour, after hour, and I guess you pointed out to me about 1L or
15 different kinds c¢f things that he hes to look for on each one
of these little wafers for which he either accepts or rejects the
wafer any single defect out of the 14. Have any of you had ex-

.
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perience in this particular kind of work as it might be conducted
in a workshop? As far as I know this is the only place in the
world that does monitoring behavior so well.

HTLL: It is too bad that we have not developed this chop more
professionrlly, with more professionally trained people and that
we have not done more research into what we have found out, be-
cause I am sure that we have found meny interesting things about
behavior of people that we are not aware of . We are simply aware
of the fact that we can derive some benefit, the clients can de-
rive some benefit by exposing them to a paid work experience.

But there are many things that are going on at this shop that
probably should be researched.

AUDIENCE: I am a little bit concerned, or are you concerned, a-
tout the fact that we seem to be confining Yyour evaluation to per-
sons who do this monitoring work and perhaps make decisions that
they are not feasible for work or any work which obviously they
might be doing. We have had other kinds of tasks used, closer
tasks used.

HILL: Yes, one °f our big problems has .een too much success with
what we are doing and with the available facility. Every week I
talk to my shop manager to say we must get out and find some dif-
ferant operations to get in here so we will have a broader scope
of work, different tasks on which we can evoluate people. But IBM
keeps us sc loaded with work, we simply cannot get away from them.
This is a point well taken, but we do not do any predicting. We
do not soy thet because the client cannot do this; he probably will
not be able to do something else. All we are saying to the coun-
selors is that he cennot do this particuler job.

AUDIENCE: Do you depend only on IBM quality control or do you have
your own?

HILL: No, we have to maintain our own. If we do not, they will.
AUDIENCE: How many of the workers are doing inspecting?

HILL: Well, probably about 60 to 65% of the shop are on some kind
of inspection. With transistors, the Same person that straightens
the leads with the little pair of needle nose pliers, at the same
time is inspecting the components that he is wnrking on. Because
he is working under an illuminated magnifying -lass, he is looking
for these things as he works on the transistor. This is a combin-
ation of manipulative skills and inspection at the same time.
AUDIENCE: What are your experiences with the mentally retarded
regarding monitoring?

HILL: Not too Zood. We had one who was just moderately retarded
that did do some inspection and did a fairly good job, but he
could not discriminate at any given time. You could teach him to
look for one defect and then for another defect and he could recog-
nize each defect in isolation, but as he had to do this on a high-
speed basis during the day, he simply was forgetting it.

AUDIENCE: How much practice did you give him to learn to monitor?
YILL: Oh, probably four or five days of concentrated work, enough
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56 that we krew that with a lct of Instruction he could recognize
each singie defect. He had nc trouble at all. It was when he

had to look at a-l 1i of them at the same time, he would see one
and forget reaily what he was looking for because he had to look
for so many It was very obvicus that this was not the thing for
him to do. On the other hand, when he started working with tran-
sistors where had tc just pick up the transistor and straighten

the lead and all he had to look for was to see if the lead was
tent too fliat to straighten or if it had some knicks in the side

of it, he could remember this. And he a very satisfactory job.
Interestingly enough, IBM who had never employed the mentally
retarded before were so impressed with this performance that they
asked me to come up and survey their plant. We found at least a
half dozen or a dozen stations in the IBM plant that would be very
good fcr the mentally retarded and they have hired one on a pilot
basis. Right now we are very anxious to see how he does.

AUDIENCE: Are yocu particularly interested in jobs for those people
with limited or no use of their hands? Can't these jobs require
no use of the hands?

HILL: We had one man, I think we have only had one. He had a
prosthesis; just one hand and a prosthesis in a place of the other.
He could dc i:.spection, he could not do any manipulative jobs, but
he could do inspection jobs.

AUDIENCE: The inspection jobs would not include any use of the
hands at all?

HILL: No. He had a hook, and he just pushed the work through with
it. This jot is set up with a tray on one side and these sub-straights
ail lined up in the tray. He just simply had to push a whole line
of substrates along, one av a time, underneath the scope and they
went over to ancther tray. So he was able to do this without any
difficulty.

AUDIENCE: Di< he pull or mark the rejscts?

HILL: Nc. The rejects were pulled out and simply thrown into a
rejection basket.

AUDIENCE: He cculd do this with his other hand?

HILL: Yes.

AUDIENCE: Who puils them out?

HILL:; Well, the process can be stopped when he gets to the one
that is bad. He can simply bring his hook up and push them back
again and then push the reject of the end of the hciding tray into
the reject tray, with the use of his arem and good hand.

AUDIENCY%. How about traumatic quads?

HILL: T do not think they could do this without any hand function.
AUDIENCE: What criterion did the Rechab office or couuselors use
te send people up to the workshep.

HILL: They send them at different points in the rehabilitation
process. Scetimes they will send clients over even wefore rehab
really begins. They may have already determined tentatively a vo-
cational objective for others. While they are waiting to get the
client into & training situation, they may send them over for a
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month cr six weeks, simply to test ability to work in a work assign-
ment. They may send +hem over after they have come out of training,
between the time training is finished and they go out on the job
simply tc see how they perfcrm as werkers. The counzelors know
that they have learned a skill and they, the clients, have been
trained fer a specific skiil, but they do not know how they work
in an actual job.

AUDIENCE: What percentage have been kept on as permanent workers?
HILL: There has been a fairly small number of clients that have
actually beer closed on the job that we know will be there as
terminal shop workers. I thirk this is only about 10 per cent of
the total work ferce. Bvt we do have a great many that are tran-
sistional and have been there a great deal longer than they should
be.

AUDIENCE: Are there any specific characteristics that are recog-
nized as being specific of this type of work? In other wods, are
the counselors developing any ideas of what person will do better
in this type of work?

HILL: I do not thirnk they have made this correlation, but I think
generally speaking, they send them there simply to expose them to
a paid work experience. They may even send a client to the shop
that has shown in testing that he has very few skills for this
type of work. They simply want to see how they can perform in a
paid work experience. So it is used at anytime during the rehab-
ilitation process, on a non-selective basis in regard to specific
types of disability.

AUDIENCE: There is a more general question I would like to raise
and you brought it up in your talk. You said that perhaps in your
own facility you are creating a certain amount of dependency on
your facilities. In ycur opinion, what might we dc to make these
people independent irn the sense they are independent because they
are there working and getting a salary, etc. But should we be
examining out programs and what not to determine if there are some
things that we can dc to make them want tc leave vs and these shops
and find employment? It 1s a very sweet deal, so why leave it?
So, what can we do?

HILL: Well, I am not sure. At least in our case, in our state,
probably one of the biggest problems a counselor has is simply
finding job opportunities. This has been traditionally hard in
Vermont becauze there are very limited selective placement oppor-
tunities ir the state. Secondly, we have not had the co-operation
from the employment service that we would have hoped for in this
city. Here we have a shop with people who are doing fairly high
level work. At the same time, in the city of Buriington, the em-
ployment service has many unfilled job orders for factory bench
workers. We have invited them down to the shop to see what we are
doing. We say, "here we have people who are not unknowns to you.
You have specific requests for specific types of workers and here
we have them in the shop. And while we have not conscientiously
trained them for factory benchwork, here they are doing it, and
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doing a good job of it, in many cases, producing at rates from 50«
100 per cent over established IBM norms." And yet we still have
these peopie stuck at the shop and not moving out. There are some
hopeful signs. I think IBM hns hired quite a few of them. One of
the things that may have heoppened is that this shop is, in a sense,
IBM's conscience. This wos a very good way not to hire the handi-
capped in their own facility. They could simply bring their work
down here and let us do it.

AUDIENCE: They dc not hove to have any retirement plans or any
kind of fringe benefits or insurance for these people either, that
is true isn't it?

HILL: You mean of their own.

AUDIENCE: No, if they bring the work down to you.

HILL: Oh, no, that is very true. It is handled simply as a sub-
contract. Very true. I do not think that this has been the thing
that has kept them from doing 1it. T think IBM has been very reluc-
tant to hire the kind of people we have in the shep bec-vsc thelv
rhilsephy 0s Glurs Bl B Rl omain meom U oo Sdaptatlog
who have great potential for growth in the company. And they do
not want to hire them simply as benchworkers and have them remain
always as benchworkers.

AUDIENCE: Would you say that you could help hire the handicapped
in industry developing this program more and more like the real
world at work?

HILL: Well, it is now, except that we do not want to turn it in-
to an extended emnioyment shop if we can possibly help it. We

want to have turnover so that we will be moving the people along

in the rehabilitation process. Instead of having them get stuck
here, they would move out into competitive employment. We recog-
nize the fact that many of them won't be able to, but I resist

the effort cn the part of our counselors to turn this into a ter-
minal sheltered workshop.

AUDIENCE: In recent months we have had the experience with several
clients who are in one phase of the progran where workshop and the
whole sta®f felt that these were so multiply disabled that it looked
like they were going to be in extended workshop employment for the
rest of their lives, For some reason they got mad at us and left
the shop and went out and got their own jobs.

HILL: !low did you create this?

AUDIENCE: We are now in the process of trying to analyze why they
got mad at us, to see how we can uce it constructively. I do not
know what the answer is. This happened¢ and tells us something too.
HILI.: Well, one good thing that has come out of this is the people,
after they have been therz three or four months, begin to establish
a standard of livirg thot is commensurate with their earnings at
the shop, but then as they begin to look around, they see that
outside employment opportunity will offer them higher wages. They
begin to get restless. They feel tnat they will not be able to
advance within our shop and go onue better things, so they do begin
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HILL: Our zervices in Vermont are very limited. We send clients

to out-cf-state Rehab Centers. We do not have many facilities in
our own state. We do have a medicaily oriented rehab center, but
its services are limited iargely to medical evaluation. In answer
tc your specific question, I think that we seek most rechab services
elsewhere and use the shop largely to bring out what xind of a
working person we have. Tt is alco used to build motivation for
work in those that seem to lack any clear cut vocational goals or
actual interest in employment.

AUDIENCE: Do you have to make any therapeutic changes in the client
cther than perhaps the motivation of one perscn?

HILL: Yes® I know many cases; for instance, when we first started,
we had such a shortage of wcrkers that we were pulling in some of
severity of their disabilities. They had worked in the homebound
program and demonstrated capacity for work. Then we brought them
down tc the shop. They really took off from this point. One lacy,
I remember, had emphysema. She had never considered that she could
leave the house. She just couldn't get out into the air. She

has been at the shop not for almost two years and doing a very fine
jeb. This is not so much planned therapeutic change as it is an
accident of the actual work experience.

AUDIENCE: Are there any staff members of the workshop who are charged
with the responsibility of placement activities?

HILL: No-

AUDIENCE: State employment service, our own VR counselors. We are
toying with the idea of adding a placement person on our staff.
Right now we are hoping that we can interest the employment service
group in doing more placement for us, rather than hiring someone
ourselves. Have them detach a person and do placement in our own
shop. o

AUDIENCE: It seems your program is tied to IBM.

HILL: Yes, it is. In the Burlington area we have several large
companies. General Electric has a manufacturing facility that would
hire the same type of person for factory benchwork. There are two
or three cther small industries that are looking for this type of
person.

AUDIENCE: Yes.

HILL: You mean a mentally retarded person who is in the shop and
decided because he can straighten leads on the transistors, thinks
that he can tecome an electronic technician? I am not at all sure
that we have run into the problem. So I really cannot answer your
question. I suppose the counselor would have to discourage this
kind of zssumption of the part of the client. We have urged
courcelcrs to brief their clients very carefully before they come up
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to 1lcok around for themselves and begin to agitate for outside place-
mext. This has happened.

AUDIENCE: What's your ratio of evzluators os such. This is shop
production. We have a snop mansger, we have two shcp foremen. We
have two assistant shop foremen, and we have one clerical person.
This is a staff of six people who handie the total client load of
75 to 80 peopie. So they are 21l involved in the production pro-
cess and the evaluation is really a by-product.

AUDIENCE: How do you remove the probably sutjectivity in your
evaluators rating?

HILL: Simply by not asking them to do a very comprehensive job in
evazluation. If you remember the factors that we are a2sking them
to evaluate, I suppose that you could say, yes, there is a certain
amount of subjectivity. For instance, just taking out one element
here; attitude toward sthff. Now this could certainly be very
subjective. :

AUDIENCE: Attitudes toward staff; How do they judge acceptable
attitudes they are after?

HILL: They do not say whether it is acceptable or fair. They
simply ncte what the client's attitude was toward the people who
are working ir a supervisory capacity over them.

AUDIENCE: Will you sum this all up?

HILL: We do rot reach corclusions and this is one of the things

I do not want the staff to do because I do not feel that they are
trained tc do it; I do not feel that the evaluation precess, as

we know it in this particular facility, has been geared to any
summation.

AUDIENCE: Who does this?

HILL: The counselor takes the irformation as he receives it and
usually ir a talk with the shop manager or the foreman on the floor
can reach his own conclusion abcut what they have observed.
AUDIENCE: Each worker 1s exposed to two or three at least or more
supervisory perscnnel, 7Yoa get a concensus.

HILL: Yes, that is right. An eveluation report is always filled
out. The shop menager, in conjunction with the floor people, sees
that it is doned as a team rather than an individu~l evealuation.
They staff each case. Another thing ther do is tc move the clients
and expose them to as many job cpportunities as they possibly can
in the shcp. You see, when you are trying to run a shop and you
are trying to make the shop pay for itself, (which is a very un-
desirable thing in sheltered wcrkshops), you have always to be
conscicus of your production gccls. We have been able, as I have
said here, to price our products sufficiently high so that we can
afford to carry a great many slow workers; so that we can afford
to do some experimenting with them anrd carry them = lot longer
than we crdinarily would.

AUDIENCE: What types cf services are available for the rehab coun-
seior Yc work with their clients and where does this fit into the
program? How dces the counselor see the purpose of this in terms
of cther avaiiable cervices:
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here; exactly why they are there, and that because they are working
on this type of work doesn't necessarily mean they are going to be
placed in this type of work or that if they do not do particularly
well that means they cannot do anything very well. [ think that
they come reasonable well prepared for the experience that they are
going to undergo. I do not know that its bYeen a problem.

AUDIENCE: Do you have any other jobs other than the quality con-
trol such as dispatchers of the product?

HILL: Yes. We have a recent job from IBM; a coil, the terminals
of which have to be sealed with an epoxy resin. We have two or
three people who do the epoxy mixing operation. The rest of them
are simply putting this resin, after it is properly mixed and pre-
pared, into these little contacts with a medical syringe, and seal
the junction up. Now, I think what you areé asking, are these
people doing a job that is not strictly concerned with the produc-
tion of these things. Are they in a service job?

AUDIENCE: Is the maintenance done by supervisory staff.

HILL: There is not really that much maintenance. A very small
shop in terms of floor space is only zbout 4,000 square feet. We
started out with about 2,000 anc¢ then expanded within the building
to about 4,000, but it is fairly small. It is not a big facility
where there are a lot of maintenance or custodicl jobs to be done.
We could not provide full-time employment for them.

AUDIENCE: What are the Vermont VR committments to your shop? You
said they were not supporting you.

HILL: None at zll. No, I am on the State VR Division Staff. But
the rest of these people are state employees, clossified state em-
ployees, but their salary is dependent on the income from the shop.
And, as I say, the Legislature simply told us that we could continue
to run the facility under state auspices. The Division actually
runs it, but the staff jobs would only be in existence as long as
there was money from contract income to support them and the shop
operation as a whole.

AUDIENCE: Why don't you make this a non-profit corporation and
build your own state agency?

HILL: I have been trying to create some interest in the Burlington
area with a group that would take over the sponsorship of this. I
do not think it is particularly appropriate for the state agency
to be operating it at this point.

AUDIENCE: Why?

HILT.: It is inflexible. The State of Vermont has a very low salary
structure. Because of this we are being held to their pay level
and this makes it hard for us to get people to run the shop. And
because we cannot depend on any support other than our contract
commitments, we are very reluctant to expand the program in anv
way. All we would need would be one slow period and the whole
program would go down the drain. No, I think it should be sup-
ported as a community activity. And subs‘dized, as any good sliop
should be.
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AUDIENCE: What success have you had in training workers for mobility?
HILL: In this shop, we make no effort to do it.

AUDIENCE: Do these jobs, the workshop does, remain part of the IHM
operation? That is, do they have the same work being done with
their own labor force?

HILL: Doing these? Onsme yes, on others, no. Some of these jobs
have been farmed out not only to us, but to other compenies in

the area.

AUDIENCE: Would you say that your workers are more productive than
the regular workers?

HILL: Well, let me say this. ‘They exceed IEM's own Production
standards on some operations by, 50-100 per cent. I would say a
good per cent of our workers are exceeding IBM's own production
standards on certain operations.

AUDIENCE: 1Is the workshop pay scale competitive with IEM's?

HILL: It is roughly competitive for this particular type of oper-
ation. They do not have too many of these in their plant. These
would be the lowest paying jobs in the IBM plant. And so, I think,
this is one of the reasons they are trying to get them out of there.
Our pay scale is competitive with other contractors in the area
doing similar work for IEM, sometimes above.

AUDIENCE: How is theirs established? Do you have any idea?

HILL: We conduct time and motion studies. We have found that IBM's
are quite liberal. They're lower than ours would have been if we

! had set our own.

AUDIENCE: Do you think IBM studies are unrealistic?

HILL: No, I do not think they are. I have watched them over there
, doing the same jobs and they Just are not turning out the work that
we are turning out.

AUDIERCE: Are your referrals just from the Burlington area? 1
HILL: No. These come from any counselor in the state.

AUDIENCE: How does the counselor learn about the client's progress
besides from the written report?

HILL: He does this on the phone if he is not immediately available,
' Counselors from the southern part of the state, and we are talking

‘ about distances of probably 150-160 miles, about once a week will
call up and spend as much as an hour on the phone with the shop
manager and the shop supervisory person discussing the report he
just received and what it means in terms of his client's perfor-
mance there.

AUDIENCE: Does the counselor come in regularly to see his client?
HILL: While he is theret? Generally not, not if the client is from
the southern part of the state, for instance, where 150 miles sep-
arates them from the shop.

AUDIERCE: Did you ssy the minimum wage is $1.25 an hour?

. HILL: Yes.

AUDIENCE: What happens if a person if found after two or three weeks
to be producing at their maximum $.60 an hour?

. HILL: We pay them $1.25.

AUDIENCE: How long could this continue?
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HILL: Oh, we may keep them there as loug as six or eight weeks
and we have kept them as much as three or four months paying them
a minimum, which is maybe twice as much as they are actually
earning.

AUDIENCE: Why do you pay them the sheltered workshop wage?

HILL: Well, in the first place because these people are not living
in residential facilities, because we do not have any dormitory
facilities for them. When they come to the shop, they have to
arrange for their own living accommodations with the help of their
counselor. Our feeling is that if we have a person that is & low
producer and we know that we are not going to be keeping him, tut
are providing the evaluation service, we feel we ought to be paying
at the minimum wage which is a wage that makes it possible for him
to sustain himself while he js there. In a purely production oriented
shop, we feel that the statutory minimum should be the actual min-
imum, If, after a reasonable time it cannot be attained, termin-
ation is indicated and the on-the-job evaluation has served its
purpose.

AUDIENCE: Then the people that come there are not necessarily from
Burlington?

HILL: Ko, they are from all over the state.

AUDIENCE: What percentage find jobs, or the Rehabd finds them jobs?
HILL: Well, this has not been too good. As I have said, we have
too many that ~~main at the shop. I cannct tell you how many have
moved from the chop into employment. A great many have moved from
the shop into some other kind of training or evaluation. Many of
them have stayed right on at the shop, but I cannot tell you how
many.

AUDIENCE: Going back to this other question. Since your shop is
acquired by law as gelf-supporting....

KILL: Not by law. By administrative edict.

AUDIENCE: Since you pay the clients who earn only $.60 an hour,
$1.25 per honr, this would mean for me, maybe I am drawing the
wrong conclusions, that your good worker is supporting your poor
worker.

HILL: In a sense he is, but we have been able to price our jobs

in such a way that our percentage of mark-up over the base labor
rate is pretty liberal. And generally speaking, the subsidy comes
from this,not from the efforts of faster workers.

KARL EGERMAN: One of the problems, at least I think e have here
in Johnstown, maybe some other people have it in the cities that
they come from, is the fact that a lot of the civic groups and
businesses in their own areas do not lend very much, if any at all,
support to the operation that we are trying to promote. You told
me a rather heart warming story about one transportation company

in your city, which I think these other people might be quite
interested in hearing.

HILL: We leased this particular building, which is about seven
miles from the center of the city of Burlington, and is probably
about four or five miles from the end of the bus route that comes

o
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down in that direction. To start with, we had to transport the clients ourselves
from the shop up to the nearest bus stop and the bus then got them back into the
city. So, I went to the bus company and explained our problem. As a result, the
bus company very kindly extedded their route down to the shop, without asking me
how much use it was going to get. They hoped that we would make as much use of
it as possible and not depend on car pools for transportation because it was
going to be costing them money if they did not get patronage. Initially they

did not get encugh usage, but continued to cooperate very nicely. When we had
night shifts, they even said, "our last bus runs at 11:30, but we will come

down at 1:00 at the end of this run to pick up your people, and on our way back
to the terminal we will go all around the city of Burlington and drop them off
at convenient stops." A very understanding group of people.

AUDIERCE: Then you ask, why would anybody want to leave?
HILL: Well, they have been very good to us.

AUDIENCE: You talked about putting a counselor in the shop, who would be avail-
able for counseling . . . .

HILL: Well, speaking from the agency point of view, we cannot afford it right
now. And speaking from the shop point of view, I do not think, we could afford
that either. I do not think the overhead would allow us to carry this much of

a burden, to support the agency program. I do think we are going to have to do
some of these things later on. This shop grew like Topsy, and when you are a
very busy people trying to run a production facility, you begin to think of the
production aspects of the shop before you think of these other things. The
further we go into it, the more we can see the need for many supporting services,
and this is one of them.

AUDIERCE: Do you do any other mental conditioning of the workers, such as
leaflets, literature, films, or anything of this n&ture?

HILL: Not at all. They are not there on off-hours, they come to work im the
morning at 8:00 and are through at 4:30 in the afternoon. The shop is out in
the country, and we do not have a lecture hall or a recreation area. Every
single bit of space that is available is used for the shop production itself.
All conditioning is provided by the counselor. In many cases a preliminary
visit is arranged. Formal, structured orientation is badly needed.

KARL, EGERMAN: Dick has been very honest in describing his facilities. When I

was up there this week going from the capital of Vermont back up to Burlingtonm,
through the lovely hillsides of New England, and we came into a very nice

t residential area into what looked to me to be a ranch-type house, and maybe a
double. I was looking around for the workshop, and Dick said, "well, there it 1s.”
We walked into a very attractive building, very clean, all on one floor, air-
conditioning, and a twc-door loeding dock; and everyone makes $1.25 an hour, and
the civic groups in town cooperate. Why, that is a golden place to work:.
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DETERMINING THE LEVELS OF VOCATIONAL CAPABILITY
AND EVALUATING JOB POTENTIAL

William Steiner

Supervisor, Vocational Evaluation Unit
Pennsylvania Rehabilitation Center

The Evaluation Départment as the Pennsylvania Rehabili-
tation Center is administratively located within the Counseling
Service Unit, which includes Counseling, Case Management, and Vo-
cational Evaluation. The goals of the Evaluation Department are
to evaluate the vocational potential, to describe the individual
vocationally, and to help the client achieve greater self-under-
standing and a more realistic vocational outlook.

Clients come to the Center from twelve district offices
of the Pennsylvania Bureau of Rehabilitation, other states, other
agencies, insurance companies, and as private individuals. Ve
work with nearly every disability group except the blind. We are
currently working on a program for the visually handicapped. There
are several ways of classifying clients who come tc the Pennsyl-
vania Rehabilitation Center. One way would be by disability. We
have the orthoredic, the mentally retarded and the neuro-psychia-
tric. There is still another way of classifying clients, this is
by functional classification according to vocational objective.

We have then the physical restoration case, evaluation is of little
concern. These individauls come to the Center for Occupational
Therapy, Speech Therapy, or possibly Physical Therapy, or combin-
ations of these services. If no vocational objective is in view
for physical restoration cases, then perhaps evaluation services
may be sought, but usually these admissions return to former em-
ployment. The training case has a vocational objective already
established before coming to the Center. This is done by the re-
ferring agency or the field counselor. The evaluation case, then,
we are most concerned with.

A BIT OF HISTORY

When the Center first opened in 1959, a purely job try-
out approach was utilized in the process of vocational evaluation.
Job tryouts were selected in a relatively trial and error fashion
with clients being placed in several vocational shops, usually ones
of their choice for one or two week periods. The instructor in
the course made judgments about the client's ability to do the
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work and a selection of vocational objectives was made from the
shops giving favorable reports. Some difficulties were encoune-
tered uith this method, First of all, it was very time consuming
and there was little generalization to the overall potential ol
the individual. Observations were made by relatively untrained
observers who had no way of deternining whether or not a person
would be able to complete a course. Many times it was found that
work ability would plateau because of learning problems, even
though the client may have done well initially in the program.
With the hiring of an occupational therapist, the emphasis was
directed towards the work sample technique and the "Tower system,"
One might say a wcrk sample is a device in which certain critical
aspects of a job are administered and performance measured in
another than actual job situation. For example, we can have sewing,
shoe repair, filing, mail sorting, mechanical assembly, etc,

Some drawbacks are encountered in this method also. Many work
samples require considerable prior learning before an assessment
of speed or work quality can be made. Also, there is a limited
nuroer ol work examples in which a person can perform because

oi physical space limitations, since there are many thousands of
Jobs to be sampled. There are also geographical limitations,

We serve people from throughout Pernsylvania and neighboring
states. We could not possibly house the appropriate work samples
for all jobs represented by people from all areas.

THE PRESENT APPROACH

Your attention is directed to level on the chart,
"Process of Vocational Evaluation,” that follows on the next page.
Our present evaluation program begins at level one with the psy-
chometric testing., This is completed the first week along with
the orientation program to the Center activities. We gather -
information about reading ability, interests, general learning
ability or intelligency, personality, mechanical aptitude, general
aptitudes, including verbal comprehension, perceptual speed,
numerical reasoninug, and spatial visualization. We also give a
mechanical aptitude test to males only. Training cases, as men-
tioned earlier, progress only this far. We administer this test
battery to the training cases in order to keep in touch with
the population of individuals we are serving, and also, to generally
compare the abilitiés with job requirements before they are placed
in a trainin~ course. More often than not, however, we honor the
District Counselor's selection of a vocational objective and place
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the individual in trianing even though he may be a marginal can-
didate. The second week of testing begins with the General Apti-
tude Test Battery. This is level two on your chart. This measure
serves two important functions which are not served by the »revious
testing. First of all, it allows us to relate aptitude factors
directly to predictions to job success by means of occupational
aptitude patterns and also, secondly, it measures dexterity. Some
of you probably know that this test was developed by the United
States Employment Service and is used in the Pennsylvania State
tmployment offices. We have a special contract with the Pennsyl-
vania State Employment Seqyice in order to administer the test.

The test, itself, consists of a battery of twelve short,
speeded sub-tests. These sub-tests give us scores on nine aptitude
factors which include, general learning ability or intelligence,
verbal aptitude, numerical aptitude. spatial aptitude, form per-
ception, clerical perception, motor coordination, finger dexterity,
and marual dexterity. These aptitude factors are considered in
various combinations of three. With cut-off scores at verious
levels, a person may meet, il his scores are high enough, one or
more of thirty-five occupational aptitude patterns, each of which
suggest a variety of occupational areas in which a client's chances
for success are ahout three out of four. This is a very important
part of our testing program. After these standardized tests, the
client is interviewed, test results discussed and an individual
evaluation program planned, utilizing ‘ackground information ob-
tained from the case record, medical information from former and
current medical examinations and any other vocationally signifi-
cant information.

At this point, we may have what we call a "GATB" referral,
"GATB" standing for General Aptitude Test Battery. Our program
is designed to meet the needs of the individual. We work with
people who have a wide variety of abilities and disabilities, the
M.R. to the intelligent orthopedic disability. Knowing this, you
can see that some individual would not need evaluation fuvrther
than psychometric testing. In fact, about 15% of the evaluation
cases can be referred to the counselor for the selection of the
appropriate vocational objsctive after the completion of level
two. The remaining cases continue for more intensive evaluation.
These remaining cases need further evaluation when:

1. Scores are poor and no vocation is suggested.

2. The nature of the involvement leads the counselor
or the evaluator to suspect problems in making a
vocational adjustment.

3. A person's interests are ill defined.

4. The counselor feels the need to establish the nature
of the client's work habits, attitude, level of mo-
tivation ability to use tools, ability to use the
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prosthesis or an affected extremity, ability to
follow insturctions of a written, oral, or demon-
stration nature.

5. It is felt necessary to investigate capacity for
learning simple motor skills, such as in the case
of a cerebral palsy or hemiplegic individual.

6. Any question arises from the client, counselor, e-
valuator, or other staff member concerned with the
client's vocational potential.

@le progress through the process only as far as is necessary to
establish vocational goals. A great amount of responsibliity is
placed upon the counselor-evaluator team in this decision making
process.

At level three on your chart, you will notice perfor-
mance meausres. These mecasures include more highly individuvalized
testing which not only involves dexterity tests, but also other
achievement tests. The dexterity test might include, Bennett iiand
Tool Dexterity Test, Crawford Small Parts Dexterity Test, !finnesota
late or fanipulation, or perhaps, the Purdue Pegboard. e may also
at this level use the Wide Range Achievement Test, The Hetrorolitan
Achievement Test, or the School and College Ability Test. Other
measures such as the Maitland-Graves Art Design Judgment measure
and the Bennett Test for Mechanical Comprehension may be used.
for example, the client may be considering office machine repair,
but his dexterity is questioned on the basis of General Aptitude
Test Battery scores and further testing seems to be indicated.
Dexterity testing can be done, along with observation to investi-
gate the feasibility of this particular client and the advisabil-
ity of pursuing a course of training.

At level four, we have the work activities. These in-
volve a continued individualization and intensification of the pro-
cess. This stage includes a variety of work sample-like activities
on which a client performs yhile observations are made concerning
his performance. Vor.-tionally significant, subjectively evaluated
factors are considered, such as the ability to follow instructions,
to use tools, to use a prcsthesis, his attitude and motivation, etc.
Generally, we are evaluating the type of worker the client is.

The work activities are selected according to questions about the
client's vocational skills which do not appear answered by infor-
mation gathered by other means. Examples of work activities would
include, parts of the Tower System, including the Clerical, Sewing,
Drawing and Lettering activities. In the cabinet making work sin-
ple, we can determine how well the client measures, hc. 211 he
handles tools, whether he has an appropriate use of toulis, how
well he follows written and oral instruction, what the level of
his independ ent judgment is, and can he learn from his mistakes.
On the gasoline engine, we can observe his use of mechanical tools
and his familiarity with parts and operation.
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You will notice the insertation on the chart labeled
evaluation panel. This panel may appear at any point from there
down in the process. The clients in evaluvation are placed on a
list with the person in evaluztion longest on the top of the list.
Cases are discussed weekly by counselors and evaluators in atten-
dance. Problems and progress are reviewed in the evaluation pro-
cess. This panel serves to facilitate case movement as well as
to allow for particular counselors or evaluators to benefit from
the experience of the group program planning and decision making.

Shop tryouts are used on a very selective basis to pro-
vide information not obtained through previous means. They are
used when:

1. Other measures indicate prognosis of only marginal

success.

2. Behavior suggests problem areas. Many times the
client will identify strongly with the more realistic
job tryout setting and consquently perform more ap-
propriately than he would in the evaluation unit
setting.

3. There are quastions about the client's motivation or
work habits.

L. The person's interest or degree of knowledge about
the job is uncertain.

5. As a reality test if the client is non-realistic and
will consider nothing else until given a chance in
a particular area in question. The evaluators try
to ask specific questions about what the client can
and cannnt. do in the particular ares-

Clinical observation is the final level listed on the
evaluation process chart. Observations are important, thoughout
the evaluation program, but careful observation on routine, rep-
etitive operations, such as mechanical assembly and sorting often
provides a clue to the type of activity a severely disabled indiv-
idual might best seek. Many times, through observations made,
selective placement recommendations are established for sheltered
workshop, homebound employment or work with a benevolent employer
who may be willing to accept a particular limitation of a client,
still using the skills he has to offer.

Not all persons have the same evaluation program. They
do not spend the same amount of time in the process. The average
time is approximately four weeks, with a minimum of two weeks and
up to two or three months, depending on the individual's needs.
With about 15% of our evaluee's we are able to establish a vocational
objective after level two, another 60 to 60% after levels three
through five, and the remainder have recommendations made after
progressing through the most individualized part of the process.
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There has been a general streamlining of the evaluation
process since the opening of the Center. We feel that we have a
more efficient and a more effective program. This is part of an
overall effort to give the most appropriate service to the most
people per year. With the original job tryout approach to eval-
uation, about 100 to 150 clients were served per year. The work
sampling system allowed for the evaluation of 200 to 225 clients
per year. The present system expedites service to 550 to 600
clients per year. 75% of the Center's admission are for evaluation
services. We have a 6 to 8 month waiting list for evaluation,
illustrating a demand for this particular type of service in
Fennsylvania.

THE REPORT

An evaluation report is written on all clients who enter
the evaluation process. This report is our only tangible product
and it communicates our findings tc the Center counselor and the
field counselor, who originated the case. It consists of four
sections: Background.Information, Test Interpretation, Behavioral
Observations, and Summary and Recommendations.

Within the Background Information section, factors sig-
nificant concerning the disability are mentioned. This may include
the medical picture, handicapping features, comments on work tol-
érence, and any special appliances or assistive devices. There
is also, usually a section on education and employment, as well
as social history, if obtainable. In the Test Interpretation Sec-
tion, we report test results in ranges and what the different
tests mean. We indicate significant factors to which the tests
point such as mechanical aptitude, clerical ability, or whatever.
In the behavioral observations Section, we report vocationally
significant, subjectively evaluated factors Such as: appearance,
grooming, dress, motivation, attitude, initiative, manner in re-
lating to the evaluator and to others, level of independent judg-
ment, ability to use tools, prosthesis, or affected extremity.
They also report work activity <ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>